


Institutional Archive of the Naval Postgraduate School 


Calhoun: The NPS Institutional Archive 
DSpace Repository 


Theses and Dissertations l. Thesis and Dissertation Collection, all items 


1984-03 


The U.S. Navy's Consultant Development and 
Qualification Program: origin and issues 


Burch, R. Jane 


Monterey, California. Naval Postgraduate School 


http://hdl.handle.net/10945/19608 


Downloaded from NPS Archive: Calhoun 


Calhoun is the Naval Postgraduate School's public access digital repository for 


| г D U DLEY research materials and institutional publications created by the NPS community. 
FW : Calhoun is named for Professor of Mathematics Guy K. Calhoun, NPS's first 


ІШ КМОХ appointed — and published — scholarly author. 

| | LIBRARY Dudley Knox Library / Naval Postgraduate School 

411 Dyer Road / 1 University Circle 
Monterey, California USA 93943 





http: //wwwenps.edu/library 


сс Жу р Cee А5 
А ЫТ НЫЛ 
"WU A A и Se 2 di D Ade А P 

ata eile ИС”, une f оңың Өсе Г Jn 











abet Мун hr 


= a e 

ыы > ores => um > Se a ce) I" 

М Мору Қы р.и нь рта onm p ЖЫ, hor s E JT rl 2б. 0. ега ма чеона E 

Yeh. Mo b a ard ie. P P. PULS la gu Er OTT Аа e ел E S қ Сулы trn ER pow y 
р s o E - D E С E > A. 1 Ae, mio tw 

Ир TEE CE Rp Ree rey TEA ER owe pr en fire Зи ie 





















































ел E: ч 
Paros mI Evan AY MET у А Мат ж ER “У 
- - a Б 17 d ыт ey Du. P Я i3 “. E] 
Pw. ur ae ая Ка? a RETTET, қық H ЈА EIN Зи а 
В у име РТ Үтір er ee СТО nae os di 
з орех ДЕТЯХ есеј i. | Р 5 m А н E OTN р NM Би А e чаши 224 1 ^ (ER C io С с7а Ва мка 
l ря rey 47 Ты Тұла а P AULAE APR" qno amr РЕА д ресу ре Я “С Eze 3 E a T ? я -- Ne та nen Ye Вася Aa mie ut E SALA ves 
772% [3 e d GER (t jopek И от Ае сн о depre P | RR t^ Fu, Roter diy sm Rn n 7 s td AS ар дио и н учи: d 
P ee Recon к h ч ОЛ Т E acie O et И У меттен о РДА MEL АЕ ПИР lr E E u > к Хамас MEA, рае DU NETT D 3 zw Lele 
ГА Е ае Eras do d dv wp ua Prya еше FO em d pr Е лылы лың ма 5 Р " ч i RE че be eid Е 
РА Yr Уа ] E Жусу Жу O OA Ина DOW S IE = === ren re ir ~ a 4 ES JUR eras ч а ОР ~ | 
a >> E ^ Q P pne us у А а, ~ n PE ncn m Ж.ғ- 7 мәз PT — M 242 о эз "ms d А — ~ RAI AA 
74 а A ARA n. Фа ад T RS D Кач айю О A И и фор. TS н а 2 Риги бенен = 2 аа == ; 1 mos a DR, 
а Fe FH Le das ыл A EEE FE Eee gode Mam om и ШЫ 2 ee a ~ 
МИ ial ч Й ета da IAS AID eT ЙА m PLU PE PRO СР И P AAA оон mms ТУУУ” Н аа 
Е Ай. DM, ey adio ee Pet d жен аг B^ dh er tiges сое NP Pia idi nm. = ӘЛЕГЕ 
РО ee meee | - бе эта МЕ УЗ | ОК = > тай = p eet oe 
s ARI сте ое TER aes E EN — = “- es i D, } 
p Tw у ис, қ LE 29 Nia = аа М E E I Ч 
T > x. eh er тоқ = о 7A. ЫН КІ а Ta RT. a ба ie ei СЕ" a = = - m Ган E E 2 ets р A Ue Ri da 
> Er eee ya a а: „а perd Bon 2 Кы == e MN - o A = es ~ „~ И А a T d COS [^w 7а лат, Зл, 
J х АҒ МАСУ У ы, > RE алт тае рро и Н аА И „л ЖО АЧЫ Бела ~~ Wal j х мм чери cried x 
a Т) - 24 Беги 1 $c чи > te feo maed nr Pa e ~" Е к ar У КЕЗ е; hen d y un te 5 er е 
EEE nf ne sn u aL + өы meter j PETER HE > = = mon pd mS M " бее 1 Ф Я РА Ааа Ara IS - 
roh Regit dei get Мин ин EA a AA =$ por rand Me i, ^ =ч ый те а RÀ ад А ол ые x RR 
О Б ава ОЈ = mah Га m bee я A тєл j ше = ^ d à dern ` E у : F 
A AENA A IT ee do ABR pr ја ше ты pa rs "i ad "P ue LA ГА ыр а "ars A сае A a Pao ВА а У t Es јуче АИ 
НИИ RU Ro ew E a АА RN CU NIE EE E EEE ACE са coos A 
А Е E 4 : "end - . б „Д 4 - Кт P m aae MT = E - a v la EN uL Y S " x с ту“ 
Е ГА ERA me "Casi iC A MIN OA ue a e ууд en n e eos ге " - И 3 su ` чизо. аур ы 
жүт ч er: 5 лм ит м расну Я е A prey = .. ren Я = tn рум s ~ ng ~ ME i д Pe кле er 4 = +. ; 
~ e] » f X E s LI Alle o — å в в = = А, DT a ме о >. eu 
4 E e ES E Br italia nai y = TIT E П Lan Lend eines Me. = пи Ура бео а dde ова подећа, у“ Кс E aa MMC == 
a аа ne were зу” papi eo. SEE = = -= m 3 AT %-- == tes 2 a Ze У DE ь -: е ФА АЗА ei а аы т Ао е дафъа 
Е T. Esset ^ AIT PC ETE = | L4 — ab — "www -— — E Desi v У а „йг x n N a au) ne г а ra on M 
"Pos ag a NL e Р Е У“ > . ПО А учим калы PU еф Ма мол, Ае оду чука а. у лч hs A Л АД ка Ал Pr EL EN UT беса 
я T + O at Сн | DE - мед = - a АКЕ AO EEN ar dela A Nel pth detec eek ee tae CF at LEN 
v * бат. з a x - рат” Г TA Д „М... on | Кыек ae „m [ec а MOS ee E E мм ы ТЕСЕ E АЊА Веи 
р гы ~ ~ 42.2 .4 F " 2 - m Я ot eh. = Шы E = AUS = A E RO E TN 9 N А - у = 
Exod ere Rh ү ; E tigo «c7 — pr = re > Р ар, AA E SS VER құ d Ри E E i u зв 
- а р ад р 4 ^ ‚зм К : pac de | — fe apio a T ~ ч. Pe ES o. x ер Fee ced < z ле! A ~ tas UE fey 
^ u^ Е = ои |. TE N ER E e" Чын D" aas ГА prm "E MAC" : EN > а Ааа асый 
Мау. ZA e 2 e T OCC POS" n 4 am Cree - ы ы. Чы КЕ а У а ж Е у Sins Air ы 
| ы > а г с ере bt ыб. >ы P АС: Е ња pecie. Dod E oce 209 i ме a = as El АА; V Nee Е 
DREIER бе Na nen nk ota, ML И 4 ГРЧ.) > СИА o нај on otto Р РЬ Кал “.-% А AA 
aa pe ~ ste ERR. SETE EUA р ыу: = ten ЛЕТ; Р Lime MELDE WOES PL е Зеба "аи бе & Eto. 
ji aet PE pr duo od Я Se. abor, „ обе» The . tambn РРР "У. = jj E PIN ES E ET Ea i AT DE б ; 
МАРЕ re DAGA IN f : 4 n A Ps Я ory г сени: ос Pps J e 2 АА re d | лы рге серен а тч 
sont a chat PE rar pets AO rake, a gb eas AT ничу Bs be ss РС ЕРУ ТШШ штете De =. - ^ x E e. а Жай, лы” rat iniga 
Cy DEO Roe eee Lee Lae = 2.е ы ы ghee реву у Њени Р LP vesti још as = = row не АЕ А 
сту У Pa e Ln EFI RE pt A ge руф .. и ar ne), Е ~ шш - ы 3 A С ) 
ар a ee = rer ле и У И м PR GN a a ` “ = E E ns 
Pr pr p әле Е ва ы р A: ur hd 4 = тіл N A 
г; 5 de; aries ae INC wu ит ДУ Беін. Я " A e he lito un 
Og arn б. э у - м ъ% 7 
= Б С ме v A E we 
- = Зал Так 
ы у т е вл. 
а га PA. nha, E " 
^ed: * PI Мн E E te 
he AAA ч e AMT i 1 а је = - 
< 4 HE" +. Mk "е Кын ылы?” РК - a С 
à PE EE и N here КТ күт 
Qu e ерме АА, s КУ НИЗА а ari к к a eb А 
P КИ. УРА СРНА Um В 2 ос i 1 . < қ 
E wu vn х Mh С ee а E kr 5 "T 3 9 an des D 
Ж d P m Fr ЕМА УЧАСЬ У 
Га = [A Ene = x - ate СИ И 
-— - У МОЛ И АК bee 
-—- S 559 и GM rec 
МЕ -- ~ > Be з МУРА Б күте 
е а — e a ye e N SAA 
а = Las 95 E 


A А = meet AeA 4 Reds ТУУ a 
eS SETI Oe АН: pe 



















~ “A N de mon 
EE “ "fs. В ZR ~ “ e taa 
E ылы» De PP. S чече 
~, «һы... К ы Кл EDS CE weite 
- RE CIN Ба AA | 
ће LL 5 p ІЗ ~ X: a Ч ы 
m nit. z ж Мы ТУ УУ 
u. Ж ~ ~ * > > 
— bz INO НИ ET А че MR E XU m ARM ~ 
ee. ad + ~ * ^as LA, TEES 
E - ы LIII №. чит = " ПО У А О А АУ 
mi EAS we PA nr E 7% Ч7-%5% 25446 a тылын Ке УК ДУ т" 
" pl E МЕ = к. Ee i MEL CO en mc кч PN hui uoce ar E < АЫ de Ж“ ire aie ot 
- ~ == ” ы vun > u а E E won unm ur. -. «% 4% а EA теа 
PEE ^ x 7 -.- > a4 ess. ~ 2 Ка LE Б rn Wi ae ere У и Ж уф EE 3 к 
TY ri ы pe da, ау у. A ДЕШ. _ п” i e a Mal; е т bd “ ы Әсе “ж. У PUE inis uw .% ° Ф) , ^ ж NR М sea da ны : 
nca Hes ALTA уты ~ os ғ? mnm РРИЈР и УРА ы кан ДК -72 rond e a С ЗА E - ж ey S Е pu Zz te te Io EL М ОКА ehe c aptent, bi on Pe t. >> B 
ee ee POT MESSI Жей. tase Ln are > ^o an ру? P ит < y =? С к = МЕ: = ==» == „мз ыз хл АСА teur: И Qa. aL DE TEEN LC MEER ^as м 
ж ah LI T Ы A ар УРАН РРА: "P ГРУ > ^, — v а «ғы. : > vs м mb S ст и o E ыы дь а EA ie 
D LA С, "m . 2 == 2 г ^ Г 7 LI ~ ж . e Г 4 
рр ФТ: о. у РАИ ^ аға ы 2, P ~ a o te favo ы, ee "- 2 “4 ый ve ad ЛЕГЕ o ar dE РГ — $ 
б ои ыса ОВУ РВ А Р УНА н. 2 ui "a с z =. > ` AST m" au Gh А. а о CATA AE En 
in pie E ria a A A. ta Pr FR ee " ~ == > Н = - - f Ча, ~ we le vers US N an ee = de es lem M Зи а AAA aera уеде” 
A Жы ры TE A EIN T це (А > „и ен =: PT т M а we E - E nass 2! ~ А T: SRN LEE tos w-— an SR is Us 
Fr ы ЙИ" КЛ» лу па, ЈУРА У“ Р: m p. н e ж + - LS L3 E Mae A NC “un, ер N un Wie a dis A P o дека Б 
a ҒУЫ А а .- i. ЗАР, pg |" DE d s - s ш = a E = p E ue -< o) eww? t 2а ч LNIYT LJ hid. Mie. о АИ E en 
en pe 227 i e m учас Js m eel ка LT meer. y "x Ж: A ЕЕ Г r A 1 А ach bn FT d ~ M PM чар | “ex “>, - ru и э KR dart Кыа - EET 
"< ке ПРИ Бе ae i УДА МС РЕЈ НЕКАКО њи Дубна se + ~“ S A + = Малны „ы ЖЕ "әй A Nu BEE, re, 
а арай х Mines о = = ч + P а та E. r " Pd MM S un ж” = m ИМС А-ы ~ „. me at if “afew 7» 
~ = zT e Po MUS ao. nidi. T и а^ = "I <a ES е = new t А ~ ww 5 ~ = ъ ГӘЧ * a N 5" 3 A “. fita Li УЧИ У 
2 О Е ото" Тосо а ri N = m e ws “мн vr A - + ne S . Lupa are » » - x PILAM *" à d» 0? м ыды лу тм: a Ре 
е СРНА > де = ne, IA № | ES А Раву m "up 2 < 2 » nu Ф У E Due 5 m 09 La А 5 n APPS л УРА Mh dd ET TS => Aa А 
uad = pa DO v — £s ML Len e К. ем X + Fd + EL pm e t ET = =) 4 СУ - ~ wm мы , Ка ыы = м В = ~ о Sad «€ E d ges үз єз» Кы к "a 
^u an JU ol » Е LAND a her т ет т а i ж- Á > ~ = se bel ali tke ae ы oW o -O i ы" 
кту е Рао mi a ta» ue s Repone E 94 ... E «E i -— : | = ns. i E ~ RS Қ” Мынаны UR, NE Р тара ИЕ a Ti dh 
С и“: 2 a „э? э ө ER ~ ЄР, Г . E 1902 - P а . we bi [TT ~ u Ahr gan "зщ A ~ АЛ . ~ ~ у | Cer 
up De аи Ее Wit, vileo wy ks и чи Е r Ene NN P А A s MA, У T - uh - A WA ANC Y, ЕГУ; E O М 
Br da DA ы ү РА пи RCL И DA wie "Y 8 = E ” E P "a in^. > s - Naty Е ne E A LN 
ый RES мы и “У О С a = ү ы = a “~ ~ Ven wm. sdb TI FE РЈ Е A AI A лм 
өле 4 А me M 5 >" = = Ы - & P" X L3 - А ` - E E л d c M о ДР” 
Piet ba ot fed — Pa = EC m а Бый =, Bes “tar = und је " ы ы ar s ES 4 LES e E а oy ~ ic etai Amr We ru 
EL i E E f ~ = ma > + Б П BET WS DLE IL ЗРЕО X^. Ta uua. 
m P ke ше ы ida ТОРЕ Ты 009 „а matt ¿e m Y er ЈЕ = а vn [P E LS rn. ee ET IBI eee Eos 
i АРУ M IS er ы а » H A Қ а ~ че E м > pe а кА-б ыы л. 
es E bal e AA C - "E ~ 5 ~ A - w Ti edion Slaw af mike icona ec E ER ¿A de Vet ара S 
=. m = = re e “ E A is + a “. " OR °ч AE т Ко УЧИ hom > bl E 
v one = a я к ва“ “о ы “e e RW Pop E ~ ay э E x. ШЕК dd ч * vr» ne ' wes Ч = мыры 
> > = A a Ld ^ ats ” a А E | А EJ bd E we Ov У = ~ 52:ч~ и о менија Та л 559 
en = => " E os = - y a P ы P г r bl - 7€ E lS PE “ЧУ X* A ыз и“ л Л 
oe e EE P" m А + • • ы 2 . > D LE С 1 PS > а Ss IR: ЗЕ Ж. А 
22 T јање ee A “ем “_ „и - » к . [7 ы 1 л La „ ч ”» mu PEL a i. & LI AQ reS ма н 
= к Оэ O МИ > 2 es P ЕГЕ > Е e ee ~ v E ‚эч wa e © Lo P - EET ee "o gate ty MTM re % 
» ur -. ey "he. ey n u aiz = ыы Ы + А > = n С nene] «ы Е "ea Wr o o > |" АЕ PICTUS 
A =. == “un. а т Ж. е. А E = ЖЕ = Ww OTT ми ^ Ww Ls we ten en о" LE У P a - 
а + г әш = жр... E ar E LIT У; PT > „о E з x А A - P Ж * * = . - we =m SE Ae » EC IM б Г Е чу 
> - pet „ +4 t + A LOS > - Li . ы = a td Le 2 у ТА m ~ E y - Y 
> „а у Ри жаласы ағы Pan С 76 " е = м ~ нын су АЕ” M" A = .... З Er арР c 
= (oO a чь г.р = Фа 7а S ~ - aer I =ч > Ц =. б 4 ^^ ONT Lond E 
abun a Uu n o cd iis ~ i m Б a 4 А e ~ ~ 5 ы З bm ur ~ 2 По а - >> 
er E A - LJ Em PIE E 2 1 ар П 1 E м E - E rel € LI Б е < у?» Lt 
= E = е. 4” м bun ы ud ki м > ы т м 4. ре e, IN Ф un 
СЕЧА = On A и“ „om ds Н t Y ы d ы се ы а Б tas У x 
T = Lg E = а 4 м = A Ed = + = ~ ~ s Pm ^ 2+ сс 
> ж-- ,, 3 z > = , E р » x - 3 - “ О A Lo - а ^ ERI «e 
= е En = МЕ, . A PA = = ae Б Қ ғады "ML ы . = E » ~ " s mr! 
Є ma ұм ы E a М P 7 ы m whe - - LI n LS ” “ а ~ 
F æ P : P e^ m = = ~~ a ~ ~ Ра ~... “ Er СЕ er . >» "uw o 
E MES . A & = 3 r әз ы = о - = ан ~ *- € e “e UM 
т Ка E РЕ P ыы . “ ч ~ - > 
E. = ыға А 5 = М ы 4 = s ~ a. ге РЕ ~ БИ PEN 22 
~ -. р М - - ~“ " - Ғғ ЕА “ - 1 E e m Yo - И > 
P = “еч ч p e ы 2 E а La E - - 2 u. [7 ~ “ + ~ >» ы С “ y ms 
“== lien = E ч Eu > > = > „ em x M "- m Sn = A m SRE 
A— S - - ^- = 2 5 "IP 4 5 E LT a~ ^- 2» on ма А : 
T EN № 2 e ~ - P | » = у = = = ~ d . Sil 
E ЈЕ DMA p = Р 2 F r = e ~ а ms . a. er ws Jus г м -2 а м ~ ~ У - EO 
М u. EL жа - ЕР " " E б hi "S pt P ~ LM E E t ~ + 
E Le ? = Ы М ч ж ма > a ue oe = E 
a --— . 7 = ~ ar Е æ = E т ^ m қа “ 
= = Ч » m" b - а "I hak “ 
FA "T E = 2 д = - + LI ч P a ~ .7 = «ғ A 
- « o ^ м ы ^ > ~ Wr - 2E =“ OS ar м EIN ~ 
^ ren pd 2% e s > ~ Tx E ` 
Е = ©» uu = Е d iw > Е - ~ es a P" 5 
ы 5. ы E P FIL ~ n 
И т ә # " POS IT nodi е E = = 
PEE y" ~ 
- - Е ы мж rs ub tery Б = ро al 3 EET Ы 
А ы » A 
r p r = w P m РА E EN PR = - - 
- - > hd * ~ 
P - Lo ad = ы а s 
E YS LC д < ж w BE S 
- = РА ~~ 5 «+ А ы 
Р Қ а - E - 2 - Ы . ~ = 
> b > - " * ad Lá E] ы 
Ж А E В я unm ж =, Ed o”, 
A < > “- > ~ 
- a > бы - 
» . > a ~ 
= # - - 
= e Lal РЕ М ` ws b Ne 
- " ғ 
e ж ж » E d 
e EI - Ее sam, ^ ыы E Y 
= е ғ - vv М TS . - 
- "d 
= ы М E Е = т ” м 
= с = т ES e ` 
- . S P - ^ „ rd 
- ” Ee Y . Ы = + E i E 
P P LI - ^ a ~ 
у = 
A - 
= А ~ ~ ~ ~ 
“ - “ - 
= ` 
А = , e : И ~ 
æ = » а = - x = > E - = е 
E ы E 
2 LI 
~ Ра Е - - - 
ӛн = a> ~ 
л “о ~ а А > Ж = 
- P > Ld 
L3 e + 
a M ETE 


р : ^ 
e US. MOERS nl У 
P 
А ЕРЫ пл. 
АМЕР ОЗЕ" 507 
А "Sur a “ 
ПИР Бе T ы meer 


» — НИИ И НС 
қ er ze 4 А Ы mar à M: Eos E «95 5 A КА . cnt A, r қала "Y A (б, “Арбалы, 

РОН a МИК ки и и три ои НИ Е А аео Га а e IS ~ 

ко: и = > E PCR. os RA УА АРЫҚ ы nat na а M-i hap, 22: 4 

МОЛ I O A OR 

275 we A тү 














NAVAL POSTGRADUATE 561001 


Monterey, Galifornia 








ГНЕ5!5 
THE U. S. NAVY'S CONSULTANT DEVELOPMENT 
AND QUALIFICATION PROGRAM: 
ORIGIN AND ISSUES 
by 


R. Jane Burch 


March 1634 


ees Advisor: Rotoen T. Harris 





f proved for public release, distribution unlimited 


= "ns 4 ә “ | "n a O 








SECURITY CLASSIFICATION OF THIS PAGE (When Dete Entered) 
READ INSTRUCTIONS 


. REPORT NUMBER 2. GOVT ACCESSION NO, 3. RECIPIENT'S CATALOG NUMBER 


4. TITLE (end Subtitle) 5. TYPE OF REPORT & PERIOD COVERED 


The U. S. Navy's Consultant Development Master's Thesis 
and Qualification Program: March 1984 


8. CONTRACT OR GRANT NUMBER(s) 





















. AUTHOR(a) 

Б. Jane Burch 
. PERFORMING ORGANIZATION NAME ANDO ADDRESS 10. PROGRAM ELEMENT, PROJECT, TASK 
AREA 4 WORK UNIT NUMBERS 


Naval Postgraduate School 
Monterey, California 93943 





. CONTROLLING OFFICE NAME AND ADDRESS REPORT DATE 





farch 1984 
Naval Postgraduate School S 
E 2 


NCY NAME & AODRESS(II different from Controlling Ottice) . SECURITY CLASS. (of thts report) 


"за. БЕСІ Aa INSTAT NT DOWNGRADING 
SCHEDUL 


DISTRIBUTION STATEMENT (of thia Report) 


Approved for public release, distribution unlimited 





17. DISTRIBUTION STATEMENT (of the abetract antered In Block 20, If different from Report) 


18. SUPPLEMENTARY NOTES 


19. KEY WORDS (Continue on reverse aide if neceeeary and identify by block number) 


Human Resourses Management 
Organizational Effectiveness 
Organization Development 
Consultant development 


20. ABSTRACT (Continue on reverse sido if neceeeary and identity by block number) 


The Navy's Consultant Development and Qualification Program (CDOQP) can be 

considered to be at the midpoint of its own initial development. It 

presently exists in the form of two instructions, one for the Pacific 

system and or: for the Atlantic System, with develoment of a Navy-wide 

prestan ses túled for September of 1985. The program is designed to describe 

desired mr- ‘ormance capabilities for consultants in the Navy and establish 

а systc# ) ! develop and document those capabilities. The program serves 
PD o oa LS 25-0 


| 
FORM 
DD 1 AR 73 ‚3 EDITION OF | NOV 68 1S OBSOLETE 


пара пили + 


/ 5 д > 1 AE UI A A SIR p лавина possi 
A 014. 6601 SECURITY CLASSIFICATION OF THIS PAGE (When Deta Enterac 





cee nL 
SECURITY CLASSIFICATION OF THIS PAGE (When Data Entered) 


the needs of many people, from the individual consultant to the Commancers 
of the Systems. The purpose of this thesis is to document the origin of 
the Consultant Development and Quelification Program in the Navy and to 
discuss areas of concern at this stage of its evolution. 


S N 0102- LF- 014- 6601 
2 


j€————————————ÓÁÓÓ—————À—— Ch! 
SECURITY CLASSIFICATION OF THIS PAGE(When Data Entered) 





сі 
(В 
jn 
• 


The U. S. Navy's Consultait Development 
арс омай Ез сатіол Prograf: 
Origin and Issues 


by 


Re Мате өзг 
Lisutenant, United 
в.А., Нача1 Loa Со 


Subnitted in 
zequirsm 


СЕ 
OT 
|" 


P 
е 
MASTER OR SETENET EN MANAGEAENT 


from the 


NAVAL POSTGRADUATE SCHOOL 
March 1984 





ABSTRACT 


ШОС у = сол <=) тел Development and yJualzficaTior 
Program (CDQP) can be considered to be at the midpoint of 
mes OWN initial development. Ее бе Lh the 
БИЕ СР wo 32stuctiecns, one for the Pacific System and ons 

nM а 


program scheduled fcr Septembe 


БӘР the Atlantic System, W velopment of 


|->. 
(D 


мо тош, In POSO 
designsd to describe desired parrformance capabilitie 
consultants in the Navy and establish a system to devel 
end document these capabilities. The program serv 
needs cf many people, from the individuel consultant to t 
Commanders cf the Systems. Tne purposes of this thesis is 
documen- the origin of the Consultant  Devslopmen- ‘and 
Ше ication Program inthe Navy алд to discuss areas of 


Беле а- his stage of its evolution. 
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I. INTESODUCTION 


From the beginning Human Resources Management (HEM) іп 
the Navy has been associated wich the "“pecple-prograns"; 


Sis tence abuse, race relations, laajleıssniv, ага іптетсі1- 
- 


аі relations. Although фће п224 for organization d=v=1- 
Bement (Ой) methodology was Zecogalzad from ines fi-zs-, the 
Navy took a standardized surv=y-guidsd d=svelopm=nt approach 
во ор. Each unit was to go @througn a Human Resource 
Availability cycie (HRAV) every eighteen months. БАМ 


specialists were trained to administer and гпајуг= са зтаг- 
daré Navy survey at the unit (ship or squadron) level. Then 
5-апаага workshops (called stand up training ) wer= aiminis- 
tered to deal with the problems surfaced by +ta2 survey. 
Ше оррЕсасп Пас ртойпсей д004 cesults buz can lead tc 
n 


mee Бе1јећ that all organizational problems can be dealr 


ПИО сала ла нап 1212 unit. 1: this were so, then the 
Leadersnip and Management Educatio n 2 
Snould be all that is neeaed to sol g 
Euoral problems. ataco”) che people 

wnat should ba done about 

Кила 1- (e.g., a process intervention.) ALSO, а 
problems are sometimes caused by situations beyond it's 
sentricl, БСВ 25 peoceduries от regula-*»ons se- up Бу 


superiors. 


(D 


In response to the needs of cli¢n* commands the Hunan 


> 


Resource Management Support System (HRMSS) has aradually 
Busnosd tO more Flexible scheduling and individualized 
approaches to organizational probiemns. Ек је a greatly 
reduced emphasis on standardized workshops and training in 
ШЕСІ, including frogram-related training (equal oppor=u- 
ov 


nity, substance abuse, etc.) The need Zor OD ab 
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А. EARLY HISTORY 


The Human Resources Management (HRM) Program in th? Navy 
began when Admiral E. R. Zumwalt, Jr. was the Chief of 
Operations (CNO). In his autobiography ADM. 
describes “he situation he faced as hə assumed 


2 

О 
"„„„the Navy was approaching a crisis. For many years the 

р 


Mea for reenlistments erter the first hitch hed sen 35 
p-rcen-t. р О ес сне 21:15:26 wes 9.5 percent." 
т s as 


fret. 1: p. 167]. ADM. Zumwalt saw 
ENSVnpcom of several people-relat 
He established the Human Resources Manageme 
to "... develop end evaluare rew 1lldsas aná tec 
Шиша" relarions area. My objective is to in 
СЕ оог human sources by enhancing o u 

Киша са-1ол5 wizh people." [Ref. 2: p. 2801. The Progran 
Sola that "There is e need in tne Navy to fcllow the orga- 
Mmezaclonal development Concept of planned change over times." 
MESE. 2: р. 281]. 

e def 


O 
3 


(D 


оро = папата сз ос Devslopmen= (29D) is, “An 


e organ!zazıon-wide, and managed trom the top, 


WD 

ігі; 

th 
O 
14 

ct 
бо 

fs 
шор 
4 


ps 
з 


tO сг 


(D 
wD 


5 dee Ее уе. end hesl-m zhsougk 
шагтгед inzerventions in the po v ipo 
Metag behavioral-science knowledge." (Ref. 3: p. 7]. 

тен ТОСТ лд are significent 2vents concerning the 


Egin ci 0D ir the Navy [Ref. 47. 


all Navy personnel with academic or 


9 


МО потетраг 1970: NAVOP Z-55 solici-sed = from 
S 


experienced backgrounds inr management 
and the applied behavicral sciences fo 
the Human Resource Management Pilet 
progran, 


( 


Сы 
ct 
O 


ES Jenuazy 1971: The 24 personnel selected repor- 
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Dr 


ШІ). 


ШІ 


па сол 1971: 


September 1971: 


реседђег 1971: 


March 1972: 


Мото 1972: 


Шезорег 1472: 


November 1972: 


Мейспласру 1973: 


ӨШ 1973: 


une a срт school, NS | 

Hc c9 поје ЕБ тапа, for the 575-521 
eight weeks а ото 
of tha Human Resausce Managemer+ Pils 


Program. 


a: Manager, Назаг Re lac crs 
Project ucc Pc) established 25 
overall Project Manager for deve legen 
Ban in Drug Abuse Education E 

Mobil ication, Race Relations Ex 
cultural Relations, and Human Е. mos 
Management Programs. 


Па са Om ofun Ro SOUSC 
Е PELOS Program nıssion, as 
и. Organe Zacztional development 
еміс ene Opetaticonal rorees 
Gf the Navy. 


Development ret specitiec Organızarionral 
development Pron O e opacas von 
witnin the Navy called the Command 
Development рт Огап. 


Human Resourc= lanagemenc Pilot Program 
terminated and transition to comman 
szazus as Human Resource Develoomen = 
Center, NS Newport, Rhode Island. 

Human Resource Dev velopment Centers at 
сав oO МОЕ КИ 229 РЕЗЕ Hzrbor 

а Чат Six mon AS. 


(D 


First Command Developmen 
Шаа ЕУП ЧС Ерс а стап 
іп management consultan 
for expanded program im 


The USS Kittyhawk г 
риже = те Navy et 


Нн бр а 07 

(MOMO! 
(D 
pa 


Pp Do 
«а 


(D f» кеа) |. 


= 
с! 


PS In 
Ошо tl 
5 uu 


(p ct f» 
(hi 0 f» 


As 


e |^ 
2 
а 


The PEE Gonstetlatzor racial 
SS den Cr 


Transi zion of Command Development 
Есте” с Оз стала га топа Developner 
and Management Program offering 
шапаазшеп- corsuitiag services and 
с г соат deve lópmen- technol 
to the raval eszablishmen- with 
flexibility tO meet the needs o 
command. 


=~ 
~ 
L S 
~ 


Establishment of the Human Goals Off ce 
Mecenas О, utilizi rg tne Hunan 
Resource Manage дене Program ус the 
framswork for all Human Goals Prograns, 
Сала а= ela cons pouce edo 
ВЕН ап А соло Adıse sducation,. 

Im cultural as 351015, leadership and 
ЛО з сауаллат life. 
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ie mad 1975: ЕЕ awarded о MCBe= атс Ссарагу co 
develop a program то address rae Navy's 
мае Шева па d2scioline orobiems. 

ee late 1978; Navy begins Leadership ana Managemen 
ашеса ва са агпашизе-п- па рродгат, 

14. June 1978: Pirs- graduates S ог tke Masters ro Em 
НОО В сои - -salanagenen? ar the 
Naval Pos“ qraduate Oen Nonterey, 

БОЛЕСТ сае Проте te beer 2h Mind ere that OD ir 


the Navy is less than fifteen years old, tha: it nas always 

been asscciaxed with specific programs such as Trac 

mors and drug abuse and that it has often been forced into 
= 


a reactive mode, even in the midst of being proactiv 


В. REVISION OF THE NAVY HRA PROGRAM 


On February 11, 1981 Admiral Hayward, who was then Chief 


oí Naval Operations, asked by memo for a zero-bas<d review 
of the Human Resources Managemsnt (HRM) program [ Ref. 5]. 
He was par-icularly interested in determining whether the 


BesOUTCSS ellccated provide an appropriate return on invest- 
ment, whether тһе program should be reduced in scope or 


Ке сшгед го паке Dewwrolevant £2 tha 


(0 


19805 гла а поге 
positive contributor to readiness, and whether the commards 
served by the HRMC receive value for the cime and resources 
в ННАУЕ) CAR 


V 
шу аге requirczsd to invsst in the əffo 
time che LMET program had bezn in piace for cover 


ct 
al 
O 


y2ars, giving the Navy two separat 


yu 
ct 


progzens aimed 


= 
improved management, cne with an individuai approach and o 


I3 
Фф 


with an organizational approach. 

Op-01 responded with a task group review and a survey of 
Semmanding officers [Ref. 6]. The survey showed that 76.5% 
ле commanding officers would go through with a Human 
Resource Availability cycle (HRAV) if they were scheduled 


В < and nad the Ort oL ci qoling through with it or not. 
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4) 

fo 

pa 

pa 

O 
! 


Bechreyeiıve percent said that they felt that the tims 
cated to HRM activities was well spent. 
А ЕО found Е еа the total qross cosz о: thse 


Human Resourc? Management Centers and Déetachments (ARMC/Ds) 


We abouz $5,700 per year per Еј28% ship/squadrcen but few 
valid analyses exist to measure their benefits. They also 
found that while the HRM survsy provides the command with 
accurate and useful information, after presenting the Survey 
Ша che commend the centers usuaily canno- provide the effec- 


tiva advice and assistance requéstsd and needed by -hs 
Semmanding cfficer. 

On 29 May 1981 in a memo for the Chief cf Naval 
Operations, OP -01 recommended that the Centers and 
Letachments be retained but streamiin: 

ШУ 1981 the CNO agreedito consider a pian to dd so. On 28 

Wetcober 1981 the general cutline of 

presented tc him in a memo [Ref. 7]. боп? 

dations were that HRM activity sho 
Gs 


u 
standard ео: 


ШШШ should be upgraded to provide more sophisticated 
assistance со the Ccmmanders-in-Chisf's (CINCs) eha 2n 450? 
command. The CNO in a memo dated 12 January 1982 approved 


the  reccmmendations and request2i a more specific plan 
[Ref. 8]. 


On 22 January 1982 the Head of Leadership and Command 
Effectiveness Branch, (Ри ал 23 “Contezence th 
Mon-erey, California on the future of Human Resources 
Мепадетзг: in the Navy. Beaver emeross-scericn or experi- 
enc=d pecpl< attended. The purposs was tc pinpoint problen 
areas and generate ideas for solutions. трон Рис “ес 
the time to draw out blue-sky idsas, ...it was vary creative 


аса Open-ended." (Ref. 9]. 
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~ 
An HEM Review Task Group was convened in Чагсћ 1982 with 

CINC staff participation [Ref. 10]. heme precducec ал HRY 

improvements plan with the  rocllowing fourteen reconmenda- 

tions: 

НА сег= ла! 17е the HRM program control and management, both 

at the CNO and CINC levels. 

2) provide for CINC management of all people programs at 

Шеше fieet concentrations by establishing centraliz 

ae through a Deputy Chief otf Statf (DCOS) responsible for 

mere, HRM Support Systen. 

3) Шт ne Hs8MC/Ds 17-0 а network of HRM Centers 

under centralized command of a commander іп 2асћ 21325 and 

Meer the staff supervision of che CINC DCOS. 

4) place all people programs under the local bas¢ comnanding 

Күсе in the iine chain of command to permit control and 

meecountabilicty. 

5) Recharter the HRMCS to make consuitive assistance avail 

abla tc ships, squadrcns and local shcre commands as well as 

Шо -асп echelon of the fleet chaia о? е 

Exceniza*ticnal issues, coordination of people or 

command assistance. 

meas :he CINC directs, Тага working within the chain o 

command, HRM centers evaluate the regional effectiveness of 

ПИ ccrie programs (FSC, CAACS, MWR, tc.) for the DCOS and 

Beovid> Management assistance as required. 


ШИЕ, -ccuarter the presert HRM school, which trains spscial- 


СЕБ ала LMET instructors, to ре ап HRM devslopmert centecz 
ШЕП school. 

8) Бле ове НКИ Subspecialty to provida the core c£ 
ЕО е in future HARM centers as "blue suit" internal 
consul-ants. 

9) ЕЕ ЕЕ НВС Washington со serve the activities in the 
Washing+on, D. C. area, vice the entire shore establishment. 
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10) concentrate the services provided by the HRM centers ana 


Mesa canerts to those proven to have high payoff in rein- 
morcing command adershio and ratention. 
ЙІ undertake an LiET/HAMC reintorcsnent progr2m 50 Taen- 


force LMET in the command. 
12) change policy frem a mandatory  HRAV to "on request" by 
mie commanding officer or higher authority. 
13) upgrade the qualit а м Ес ons of the 
personnel in the HRMC/Ds in order to have prover performers 
assisting the proven performers Ír command. 
14) reduce by at least 100 tra numbez о 
Пела 125 billets in the HRM system, principal 
den: HRM specialists. 

Of particular interest here are recommeräaticns eight 
and thirteen; the sucgested emphasis on consultant =xpertisé 
and th= recommendaticn concerning the quality and qualifz 


С 
Боса of personnel in the HRMC/Ds. These are the issues th 


Mela ficaricn Program (СООР) аи = г= 504 о: “detent 


а 
а 
E to the crsaticr of the ensulrant Develcpment and 
B 
Esusultant expertise and a system of qualificaticas fo 
n € 


Ensul-an-s. The other réccmmendetions are included h 
SnOw th2 scopa of the changes being considered for zhe Human 
Resource Maragement Support System (HRMASS). 

Ше рап Was Sert =o CNO in a nemo on 17 “May 1982. 
Admiral Watkins assumed the office of Chief cf Naval 
Operations in July and was brief on the plan on 26 August 
1982. He approved the plan in general but requested further 
шоспа-јоп оп command/reporting relationships, the organi- 
Мола: restructure anrd the billet realignmen-:s. à CO/CINC 
НЕМ conference was  ccnvened on 8 Septenbez 1982 to develop 
the details requested by CNO. One of the objectives of the 
conference was to determine personnel quality and training 
requirements for HRM specialists. The results of the 


conference were presented to CNO and apozoved. 
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C. THE GENESIS OF THE CDOP 


In December 1982 when it became clear how the new system 
Neu la bes organized, Capzein Patrick Ryan, +! 
eommandsr of the Pacific HRM System? (COMHRNSYS 
was then Commanding Officer of the Hu 
Management Center (HRMC) Pearl Harbor, immed: 
need for a method of developing and standardizing ccns 
ERIS ir the Navy. He began discussions wit 
Commanding Officers (COs) and Officers-in-Chazrge (OINCs) 
Bye HRMC/Ds that would be incorporated into the new Pacific 
System. (Ses Table I and Table II .) They ali a-tended a 


) 


mesting in Pearl Harbor or March 14-18, 1983 zo discuss “һе 
Wpeoming changes and their gcals for the system Düring 
this meeting professional development emerged as a majes 


concern. It was agreed that a svecial task force wes nesded 


ES 
(ip 


to deveiop a system- wide plan. Captain Richard Daleke, + 


Bemmanding Officer of HRMC San Diego offered “he use of hi 


(л 


о | ЈЕје5 со the task force, Captain Ernest Haag, + пе 
СТЕ: сег-1п-Сласгаз о HRMD Alameda was agreed upon as 
Semmand2t of the task forcs, and сіз da 
1983 were set. 

All but one of the CO/OINCs were able to sard a repre- 


Bemis ative +> the task force. Мг. Mixe Glenn, «he Assist 


Meee Ofpetaecions and Training foc HRAC Norfolk also a 
and bzeughe wit him HRMC NMourolxt's Professional 
Qualificaticn and Development Progranm. Prior hos task 


force maeting each HRMCYD had its own version of «he СОБОР 
which was usually called а  Pro£essional Developmen- Plan 
ве). These piogrars had very liztie in common and were of 


widely varying degrees of effectiveness. 


10n 1 December 1983 the names of the HRM Systems and 
ЕП _=[5 were le Поа ап да = погашн вересе че 255 Systems 
ООШ Centers. n this thesis th2 previous terminology 
(НЕМЅҮЅ, HRMC, etc.) will be used. 
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ПСИ осе Ор 102 thas tack force meeting, it should be 
о chat he curriculum taught at the HRM Schacl was 5527 
БЕ ОЕ touch with the needs of the clients cf the 
BRUC/DS. Also,  mosz ot the Hanc/Ds had developed a s:icong 
sense of independence. ІЗ час that: independence that 
allowed them to respond to the needs тт Cli nis. 


«+ 
ж 
O 
Hh 
mM 
О 
ct 
сі 
tr 
£D 
(1 


O 
Веда 11у, if you add co this situation the 
€ach participant came with a pre-existing development plan 
and that they had never worked together asa team before, 
Bueno 3t might be expected that the divisive forces could be 
greater than the cohssive ones. 

In the beginning some approaches were discussed. I+ was 
reccgnized that each command had ownership in tS Own plan 
so the =xisting volans were all passed out. itıle headway 
was made at first but once it was agreed that the framework 
should be similaz to the model for the new curriculum at the 
ARA) Schocl the program b=gan.to taka shape. Ва саске 
отшшапазгг had just come from Memphis where the HRN School 
Eurriculum had been revised around a process model. 
Eventually this model was accepted as the basis for the 
СООР. Мот ЫШ с existing ргсатап had levels of qualifica- 
Ion and degrees of rroficiency ani was drawn on for termi- 
EN USgy when the actual writing cf the instruction began. If 


Bas ессіша-асіа by one participant that perhaps 60% of the 
instruction had «existe previously іп on2 form or another. 
(Ref. 11]. Tne real eecomplishmen= Of the task force was 


mie) CONSe€nsus that was established around it. In fact, they 
Bereornly produced the HRMSYSPACINST 1500.1, th 


Develcpment and Qualification Program, bu- thay alsc created 


Consul- alt 


d) 


D 


an јечз] of canica red connu -cat Lon  *-*hat пад nsver 
existed in the system before. 


Immediately after the task force meeting the dref: CDOP 


fs 


НК --гори-еа with instructions to both implement it an 


ass2ss it. Recommendations for charges 30 the draft were 
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ЕНІП ЕСЕП, Thess recomnerdatzons wsre collated and & second 
Ее” CL che draf= wes distributed in August 1983, 24:27 
with a requsst for recommendations. Риген септе а“ cus 
Were alsc reviewed and collated ana ware inc 


О 
ШОО Па instruction, which was 13susä in October 


ПОО СТОР - WHAT IS IT? 


1. The Instructicns 


~ 


ЕУ = Сое сапе Development ard Qualification 
Program presently consis-s of two instructions СПЕ for the 
Pacific  Flset (HRMSYSPACINST 1509. 1) aná one for +һе 
piantic Fleet (GARM YSLANTINSP 150073). The two prograns 
well be described with the focus on the Pacific Flest 


misc cuction. Е росе В ard C for copies “of the 
Arual instructions.) Tres seen 2c Meleet asc uct ten will 
Бе referred +o where it differs from the Pacific. A tenta- 
tive daze of Saptzmber 1984 has basıa set for the establish- 
Bor a NaVy-wide program, probably as part of an NMPC ОЕ 


ual Ref. 91. 
а. Pacific Fleet 


Вени ора “ПЕШ, ТІ 15 алт" edmirably brief 


er uction, thirty-nine pages in all. Ir consists ofa 
two-page overview and four enclosures. The most important 


Ш ЕЕ СОТ tic instruction is enclosure (1) which starts off by 
explaining what the CDQP ís designed to do. (This statement 


@emgcdl!s is discussed further in chapter III, section E of 


tnis thesis.) The enclosure then definas the terms tha- ere 
used Ey the instructicn. The Areas of Cepability (AOCs) are 
Ш Пе as "Specific categories of professional activity 

ЕЕЕ геа Беғсге, during or after an intervention: mission 
essential services provided свеза зеца personnsi." 
[Ref. 12]. Zach is assumed to Ыз s=elfi-=zxplanacory and 
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together they com the model upon which thse CDQF is 


(Л 


D © 
rt 
ps. 
In 
(n 


based. The Degre ње „о слепсу "(DOPs) are desc 
Been Of the four is defined. Each of the five C 
Wie llftication Levels  (CQLs) is dsriasd ап 
Bepeaticaticn and certification timeframe is discussed. The 
mBeport forms in the instruction are then brief 

И ле боли тел сс terns is very i 
only because these terms are new to mos 
the West Coast, but also because the definiti 


aL 
БН а description of what the CDQOP is intended то ассоп- 
n 1 


plish. В ео“ ОЕ the Consul-ane Qualification 
Levels are particularly important in this regard. 

Tae next two pages, pages 3 and 6 cf enclosure 
(1), are the essence of the instruction. This is the 
Melificaticn Criteria Matrix which integrates the AOCs, the 
bors, and the CQLs. it can also be seen as a snapshot of 


where Organization Deveiopment in the Navy is now, where the 
even would like то be going, acd ага method for getting 
there. ве вех sse-ion, Cages eight ro thirtssn of enclo- 


СИЕ (1). iS <h= larges: singl= section in the instruction. 
= 15 the Qualification Activity Reco 
Bees all zhe information in tne Quali 
Matrix alcng with specific examples u 
Capability and a format for keeping trac D 

Sy. This 


i ciency attained under each Arsa of Cavabil 
he Command 


ал ујачај record is then followed bo m 
EuSTSfl1cation Summary which is a one-page form for tracking 
the levels of qualification within a Center. реја the 
ШОШ © тп Епа: will re periodically submitted to COMHRMSYS 
РАС With the names of the individuals deleted. Thus che 
same form cen bs used for tracking Cents> and System capa- 


bility, and eventually, Navy-wide capability. 
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Enclosure (2) discusse 
© 


о ре use when coa 
Meet. 12]. Enclosure (4) аа 
ments, Suggesting types of t е 
КЕ on. It contains forms £f V 
Beeumertation, and training resource req 
p 


discusses the conceot of the Training Sup 
Ee Atlantic Fleet 


HRMSYSLANTINST 150/0093 25 very similar го 
ШЕ 15 Ү5РАСІМ5Т 1500.1. I- has a two-page overview and three 


enclosures and consists oí cnly thirty pages. Pe doss то 
have an enclosure (4) о ла пп Regquizəmernts/ResSourTcE 


Support because SYSIANT has a separate instruction on 
Breining. comia Ccorsulsanc vOuelift*castion Levels 
 Ш--еай оі -ıiv= (Which merely nears thar it has no official 
EE le for people befcre they become Interns.) The  CDQP 
Ea :scatscn Crotcetia Ma-rıx and tne Qualification Activity 
pord, Which are the most important parts or the instruc- 
eors, esc | лавра са. Шаш 5552000 се: аа ас: су. 560019 
пе ту the process cf combining them when the Navy goes to 


a Navy-wide progran. 


2. The Pzogran 


јео ваш соп=-=-<== ОБЕ zweney-four div-sıors of the 


OD procsss (Areas of Capability) in which an individual may 
ДЕБЮТ ау four different types of behavior (Degrees СЕ 
оба су =0су) :п осдег to qualify at four differen+ levels of 
expertise (Consultant Qualification Levels). Dives ia © Led. 


ena tication level for the Pacific Flest is not part of 
this process sincs one qualifies for it by graduation from 
ШЕ” НЕМ Schcol. 





а. Areas of Capability 


ШЕС Ас = = Сату cömprise the model ол 
"ch the СООР 15 tased. Modsis of the OD process have 
ex2sted for years, with, perhaps, the classic example being 
*he Kolb-Frchman model. The model in the CDOP is a compre- 


hensive and official description of what the process of OD 
in the Navy is like. See Tabls III. Which model one uses 
may һе а Minor consideration as long as it has enough 
Subheads +o cover all relevant behaviors. One important 
Bug abcut this particular mcdel is aat it is very similar 
Mene one now being used at the HRM Scheol. This format of 
memes HRM School model is derived from the teaching and 
бр па objectives for the new curriculun. (See Appendix 
D.) 


De DOPs $ COls 


The DOPs are the four types of behavior tha* ons 
Шау дї<р1ау in each araa of capability. However, it may be 
necessary to iisplay the appropriate behavior more than once 


ШІ order to pe certified at a specific DOP level in 


(» 


Specific Arsa of Capability. Put simply, DOP 1 is having 
krowledge, DOP 2 is applying knowleige, DOP 3 is expertise, 
БЕП DOP 4 is innovation. 

Once on2 certifies at specific DOPs in each Area 
e Capability, Оле 15 сиз id екс = T Specific Consulzane 
Mialiticaticn Level. Bis Сеп Ollalieicattcn Levels 


are philosophical divisions of all th= veopla who а 


d 


E 
might eventually be in the HRM Support System. Phe encern 
ага Consultant levels are called tha "fundamental co 

tency" levels and the ors year maximum qualification «ine- 
frame corresponds tc the six months to cne year timeframe 
Mogae it has typically taken in the past to get an HRM Schcol 


5 
graduats up to tne skill level needed to perform effectively 
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Model Comparison 
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Мон he field. Tha Senior and Master Corsultan: lev:ls 2 


ty 
i? 


the "advenced competency" levels. 


Е. SUMMARY 


(> 
га 


From the beginning the HRM program has besn associat 


With programs and methodologies that nave emphas 


y 


ӘП Ro HRY 

specialist's skills as a trainer. With the revisio 

program andthe resulting shirt in emphasis to fis 

approaches and large systems consulting the need for 
5 


insuring the development of new types of specia 


- 
= 


ю 
(ћ 
ж. 
th 
О 
t4 
(D 
O 


p 


1 
arose. In true participative management style, the p 
to meet that need was developed by f p 
Buc ves cf che commands chat weuld be responsibis for 
menting thes progran. This not only ensured tha 
implementing commands wouid have ownership in the pro 
but also ensured that the program was developed by so 
the mcsz experienced and commited individuals in H 


~ 


The CDOP itself is a bshavicr-base Sia тебе iOr progren 
EU a-cund a mcdel of OD in tha Wavy that is in 


be both comprehensive and state-o£-ths-arrct. 
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III. ANALYSIS 


Пи = Fehapter is written from che iewpoint of an 
outsider? and is intended tc surface important questions and 
areas Of concern about ths progranm. Ае с DL Ler look az 
tne Areas cf Capability, the Degrees of Proficiency and 
Consultant Qualification Levels will be examined ага their 
sinilarities and differences described. Th С 


е 
Man examination of the criteria for evalua+íi 


program. 


А. AREAS OF CAPABILITY AS AN OD MODEL 


The model сап be considered an indication of “he rel 
tive importance of certain behaviors. POC хепр = ein t 
CDQP marketing is a sevarat=s h=zading, which чочја 5зеп to 
megecdt= 1t's comparatively important, even though ne one is 
expected to p2rform in 12 at a very advanced level (nothing 
apove DOP 2.) In the HRM school model marketing is a 
subheading under contracting. Tae CPOP nodel is "subject o 
рова Tee, 


SE Ос 
the HRM School model will be equally responsive 


annual révision along with the ra 


В. DOPS & CQLS 


There is a strong correspendence betwean the Degrees o£ 
Proficiency (DOP) аташе = “ег пелпісеп- “OUaliticaticn Levels 
801) . This becomes more obvious if they are set side by 
ENUS. see Table IV and Table Y below. L 5 


E Cunderiined but the similarity of intent is not à 


НИ по 20:02 11 0scon beccme ап 'inslder.' Upon gradua- 
E rom NPS, 512 will be assigned t5 ths OE Center at 
Benrosukae, for a two year “our as an OB spicialist. 
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| 
| 
| 
| 
| 
ч 


TABLE ТҮ 


Fundamental Competency Levels 


| 
| | 
| | 
| | 

| 
MIEDO. 1 -= , ШПЕЕ Е | 
The individual is Works with guidance | 
mequaired t5 demonstrate and supervision of | 
basic Knowledge mors апа ri personnel | 
and unde-standing has completed | | | 
CE the purpose and Ее сета . | 
expscted outcomes of СА це ис Level and | 
EE - ue capabilz-y. OSSESSES a | | 
| This capability may be basic undsrszanding | 
| gained through previous ard knowledge | 
ong, assigned ot ID principles and | | 
Пи <<<" га, activity exhibi?s minimum abili-y | 
о о == га :10п 05 јосај to employ app-oprzia-e | 
Seen coctrinaticn prcgrams. SITIS | 

| 
DOP 2 = . | Consultant = | 
The individual begins to Works w_tä minimum | 
apply the knowledgs quidancz and suparvision | 
ME routine situations O UE | 
| with some assistance and personnel. has completed | 
EUSCSnce. | ШЕНЕ не о стай 2114 | 
This may be accomplished © лс еш оз. ее]. | 
| tarough limited has a working er Are | 
ME c ticipation in ОЕ Onal models; | 
| peciv2ties. change th2ories and ; | 
Ше Radi vidual may also ргСбСёз<е=< aná understands | 
| lead cr complete an AS NEU IPC EO | 
Me ctivicy under direct ВЕ 1 ce селе | 
| supervision. ее У Е. | 
| 
| | 
Se oe cme cee ae EB I ee oe Dd MDC MEE D ONERE GS DS ЕЙ 
to see. The DOPs describe the behavior апа che COL< 
describe the individual. With such close similarities, why 
have two sets of terms zo begin with? опелу = пе insrzüc- 
tzon would te simpler with only onz. There are two matrices 
Me -nstruction: the CDOP Qualification Criteria Matrix 


che Queélificaticn Activity Record (048). EDO 
these sats of terms were aliminated, one of these matrices 
Maeght be eliminated which would streamline the instruction 
and greatly simplify the progran. 

mos ехапріе, “he Consultant Oualification Levei defini- 
tions could be eliminated and the names of the levels 


post ituted for the DOP numbers. Thus, an Intern would be 
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BEEN UU comen mW -———— —)—áá эм ee ee ee ee ee ee ee ee ee ee eee 


| 
TABLE V 


Advanced Competency Levels 


1 
| 
| 
| 

| 
| | 
| | 
EEDOP 3- . Senior Consultant - | 
| The individual Works independentl | | 
| has demonstrated Bro, sen esnnuneron with, | 
| consistent performance Cr aS a Supervisor for | 
| and the елен OT ee | 
EE 511: ђу to use relevant паз содрјеље | | | 
| experience in the а ао бета | 
EE opilction of tne Пеле ое о реи лал” | 
E-cquired levsl; has a thorough | 
eapabiiiey and can knowledge of ali. | 
perform iniepsndently applicable OD skills | 
fen all but the most. has highly developed | 
| unusual circumstancss. з гр зола. | 
| СОП Е атои ка 5: i 
| and is capabis of | 
| сове шина а сопріе-е OD | 
| Peoc- SS OL In TVen Lon. | 
| КОР Ц - _ Master Consultant - | 
| Bue individual Works _ndeperdently from, | 
| performs Mi On) Me tuo nn O | 
3rdsbpendertly. | аса Пр-во с ПЕР” | 
| Demonstrates en ОЕ. Addi- ioral | 
ПИ -- гогљлапсе, and creates повео шоа сео Nay | 
innovatives | inciude use as a resource | 
| EBaaprarıicns within the For сало чату | 
mequired capability. Е a Menor, | 
| ard a lader of Training | 
Боро | =ап5.- паз | 
| Ке оте сел qualifica сот | 
| с сл тот the Wasıs- | 
| Consul<zanı leval. Posssssess | 
| mozr2 sophisticézed | 
| Consül ing sxperrtlise and | 
| о wockırg wien | 
Senior leadership levels. | 
| | 
| | 


| 
| 
| 
| 
| 
| 
| 
| 


required to demonstrate basic knewledgs and understanding of 


ыж 


Bite” puúrpese and expected outcomes of sach capability. 
Consultant would apply this knowleige with somə supervision 
and auidancs. A Senior Consultanc would demonstrate consis- 
tent and independent performance and the ability to us; 
relevant experience in -hs application of the required capa- 
bility and a Master Consultant would demonstrate superior 


Б ЕЕстпаплсе aná create innovative adaptations within sach 
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capability. TLsse definitiors makes sens 
2 


О 3 (0 
ct 
LE 
(D 


па а 
uev would also greatly simpiify th2 or 
ћ 


much easier to understard. 

On па опет hand, the two sets of ‘terms give the 
E-rucceion some flexibility. Mieres ere a total ОЕ zwany- 
four Areas of Capability (AOC). Three of them ace under the 
heading of marketing. These three AOCS differ from che 
Cthsrs since almost everyone is expected +o qualify at a рор 
fee Level only. If ycu leave out these three AOCS the 


ББЦ ғап Qualification Levels position themselves rather 
neatly, halfway between the DO?s. An Intern must qualify az 
the DOP 1 level for 11 our of the 21 remaining AOCs, and at 
the DCP 2 level for 10 of then. оо Шуе. ау 
Еспе DOP 2 level for 9 of the 21 AOCS and the DOF 3 level 
ШЕР 127 Of them. A Senior Consultant must quality at the DOP 
Gere vst tor 11 out of 21 aná the DOP 4 level foz the 
remaining 19. A Master Consultant must qualiry 

devil for analysing data and at ths 
remaining 20 AOCs. 


Брзе те у се Consultant Qualification lev=ls will nor 


o) 


necessarily stay positioned between the DOP levels. Az the 
en-ern level, fcr example, one must perform at DOP 1 for 14 
mee or 24 Areas of Capability and az DOP 2 for the other 10. 
If all «ke requirements were at a DIP 1 level, qualifying as 


ar Intern would sirply be a process of demonstrating 
acquired knowledge. By having somes requirements at the DOP 
Рета], пен гессаа:сеа that Most people arrive az a 
Center with some knowledge and are ready =o demcnstrate some 
skills as well. Tre БОР eat. tne Interr lev 
looked upon as a summary of the skills that it is presently 
assumed an HRM  Schocl graduate is prepa 
ШІ pre-assignaent training sho 


1 
ou dated, the requirements for I 
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include more DOP 1 requirements. Conversély, IL pr2- 


Ean raining shculd Tad.cally improve, о 73 
Eguirements might disappear from tha matrix, OF Simply be 
h 


NO Longer relevant to the normal sn-ry level. sine КОЛ» 
Ми = гл level, as defined, is primarily a stage of verifying 
Ec krowlsdge and skills this level, too, could fall off 
the bottom of the matrix. 

Das is ОСОО п t nete DI fae ол ideal. 
ПЕЕ осі сату, the system has not been confronted with the 
ВЮ ет ог deteriorating training, but of static training ir 
паш: с Situation. What is missing 15 an evaluažion of. 
mmemproriciency levels of an HRM School graduate. Оле can 
make certain assumptions about the proficiency levels а 
graduate is expected to have by looking at trne DOP 1s that 
55119 from the Qualification Criteria Matrix as iż 


xists. It would be preferable to have these 


(9 


presentl y 
assumpticns spelled cut and the Graduate levzi placed or the 
matrix. КУ шш ере -еуеп рэтсес со have an evaluaticn by 
the system cf the graduates of the new curriculum ax тіз НЕМ 
ОООО in terms of the Degrees of Proziciency cf the CDOP. 
What Degrees of Proficiency is the new curriculum designed 
to produce in its graduates? Are these what are most nesded 
and desired in the field? When these questions are answered 


the Mr-err and Consultant 1 


(р 


eis can be mora accurately 
evaluated. 

асс) th Graduate level on ће mazrix would be 
helpful when dealing with the exceptional few that enter the 
System without going to HRM School or Naval Postgraduate 
ПЕСО. Consider the cas2 of @ qualified рессзог who needs a 


shore duty assignment because of temporary family probléms 


t 


that would prevent her or his separation from or relocation 
of her or his family for the time required to go to HRM 
ESnocl. The Sane might be true for a person entering «he 


System with civilian experience or a degree in Organization 
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Development. tente. tene latez case, such а 
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k.owledge and skill level sh Dg тан = 
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well be awa 


y 
У 


( 
(С 
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ould 
и мы р. This persen th: 
ћ 


БЕН School. Alternatively, the Navy could simply decide 
put t was not practical to send a person through HRM 
school, as in the case of  scme ons coming frcm an overseas 


Bey station such as Yokosuka and then going back tc the 
Peeve Yokcsuka. 


бро Шет inportant consideration is the problem oí 
differentiating between DOP 3 and DOP 4. DOP 3 and рор Y 
Both refer to independent performance. DOP 4 specifies 


superior performance while DOP 3 refers to consistent 
Beritcrmance. How exactly nM OD S eben performance 
(assuming that it's consistent good performance) different 
som superior performance? How can it be measured since 
this performance is gensrally done independently (l.e., 
Beschout supervision) ? ша ЧЕ рэвсосща тсе гп iS 107 
dirzctiv observed a superior may rely on fsedback concernin 


EN "rcrdina*e received from crthers, ina thi 


m 


cass, perhaps 

Event command. busy ceils i om ideal, zspe- 
ezally in light of ambiguous standar 
DOP 4 (unlike DOE 3) Бетеге R39 


Machin the meg tired eapgabilicy, web 


adap-a-ions 
ces Colleg= 


Dictionary  dsfines "innovate" as "to introduce somethin 


во Uu 


а 

Ew." [Ref. 13]. If two people both introduce the same new 
шта аге they both innovative? How vitai to 

Ensovacticn? How will it be measurzd? Is itii 
Mee of innovation be the major difference bel 
and DOP 4 rehavior? т= сс Я == “the O 
between DOP 2 and DOF 3 by default. It 
whether somethirg is innovativs or n 


О 
terween consistent and superior pe 
C 


fv 
3 
Q 
(0 

и • 
r3 
E oo 


E 
particularly true when che final decision is being 
05. be accounted fer at scme dista 


Penavior. 
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Ме з ШЕ с оса е Thesaurus lists "creative" ans 
Цела плеј" as syaonyms for "innovativo." (ВеҒ. 141. НЕ: 
МЕ со =-= discussion Of creativity is well beyond ths sc 
of this paper, some thoughts are relevant heras. Ro Doug 
Noa to fic definition for creativity is very aifficu 
Mend, one description of creativity is the ability 
fre unthinkable. As an зхешгіе, ЛЕ мент еге Gs 
bsads on a string and asked tə rearrange hen 
breaking the string. Even шале опао: аљген find th 
sible, but crsative children break che beaäüs. Is creativ 
and inncvation the next logical step beyond expertise? mes 
is what is eing called innovation rsaily an expression of 
the tactical flexitility" competency3 described by  McBer 
and Company? [Ref. 15] 


С. QUALIFICATION LEVELS 


uncecopeule*ant^Ooualifzcation Level (COL) definitions are 
EE rsp-ions of the desired produc-s of the CDOP. jS 


Merl be fruitful to examine cach in turn. 


hr 


= 


Degree of Proficiency one nay be displayed ру älscus- 
sions with one's mentor сг team leader. Degree of 
Peericiency two is displayed by limited participation in an 
ШЕСІ У1ЗУ or completion of an activity under supervision. 
Thus, ап intern is expected tc understand and be able to 
discuss all the Areas of Capability and be able to partici- 
pate in ten of then. Tae тен at see. tor this level of 
ecl fication is three months. However, a person coming 
into the HRM system from the HRM schooi has just spent three 
Months being trained for the position s/he is entering. А 


present we have no experience with ch 
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pa 
{В 
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Р ЕР сЕспоо1 спггіспілшп., In the future, however, it might be 


INN dpt Uenonstrates (32-сі flexibility when 
Кле recognizes and uses alternats courses of action to 
overcome barriers and acheive desired outcomes. 


E 





if this level is 


system from the 


штрстфтал- to as] 


entering the =с%021. 
eserved fcr 
Өре 


intern level lenger considersd 


the timeframe and skill requirements of 
be 


levels 


would reed +9 reconsidsred. 


competency! аге fairly 


di ENT 


qualitication 


ШЕПТЕ tó combine into one level, 
pf at 


Senior 


you look the 


еси ав је cebviausly = 


the roll 


However, 


Zoo od" 


who is competent in range of 


ЗА к 


is required 


needs nc supervision. 
ас а Senior Consultant то 
men out of “he twenty-four Areas or Capa 


pole van: 


non-typical system entrants. 


These 


С 133. cut 


сс а perso” 
ТЕ СО easily bs 


Obvi 


a + : = ' “~ 
Шешу; 25712 


the normal entry level, 


the consultant level 
I 


two "fundamen: 


pu 
za 
Duro ute noz ba 


í 


that were dssired. 


levei defiriticn a 


ccnsultant, some 
экс 


interesting tO note 


one 
relevar- and 
perform a* DOP U for 


ар у The тв а = 


cation ssems to ре that one cannot be a good сспѕи1+2п+ 
ШОО ш being innovative. It is, of course, important for a 
Semsulzcan= =o be flexible, to have a large ггрег%ојсе 02 
беба ујогг for dealing with clients. Таз guestion arises, is 
ип type of flexibility that is eirg гәтепгей о as 


Е 
Шо таті ог, ос is true Originality 


The Master Consultant level doesn't 
Better" consultant although i* is 
a parson with a higher skill level than 
meeaay be that 


Шісісп СЕ those ouxzstanding consultants 


the Master Corsultant is 
tne system all along. However 
allow them to be used in 
A 
the 
ШЕЕ тас јог. 
It to 

Master Consultants because 


ДЕД 


ways тлас 


та ада оцррог: Теаце). 


Master consultant is a 


is important differentiate 


BErlation. eference to fitness 


that at least fifty percent 


23 


this for 
were 
Thus, 


new creature 


reports it's safe 


of Naval off 


appear te се Just a 


obviously intended to be 


ase joe eon = о а те 2 


just a formal recog- 


that have existed in 
mal recognizion will 
sibls 
in some respects 


the 
-— 
~ = 


острое berors 


produced by 
and 


between Senior 


the Navy has a history cf grades 


tO Say 


icers are in the top 





five percent. ereiperdenzally, rive percent of che “ctal 


HRMSS personnel is the most ccmmonly merticned propcertion с% 


Mester Consultants we cén expect їо have. о ПО - 
meme о havea "real world" five percent rather than ana 


inflated five percent, then those specifications needa “о be 
Peete into the instruction. 

As a measure cf = рта а = ary between Consultant 
Eua ificaticn Levels we can look at the Simiiarities in the 
DOP requirements. (See Table VI) Ihs Intern level has three 
ЕП: ОТ *wen-y-four Areas of Capability in which the DOP is 
me sans as for the Consultant level. The Consultant level 
Male eight out of twenty-four AOCs in which the DOP is the 
ЕӘП- ас for the Senior Consultant level. But the Senior 
Consultant level has twelve out of twanty-Zour AOCs in which 
the DOPs are the same as for the Master Consultant level. 
IE you leave out the marketing AOCs, for the sams reasons 
cited above, the differences in degree of Similarity are 
Бег more striking: Ва ел, 202 Inzern and 


Memsultant, Live out of twenty-one in common for Consultant 


ЕРІ Senior Consultant, and elevan out of twanty-one in 
ШШПОП ícr Senior Consultant and Master Coasulrant. Either 
way, a Senior Consultant is halfway то being 3 Master 


EEUSultant es far as DOP qualifications are concerned. 


Ба шта 25 the difference between a Senior and a Master 


E5usultant? Their descriptions both refer to someone who 
EN s indepsndently from, in conjunction with, or as a 
Superviscr for other OD personnel. Each is expected to 


Semplete the qualification criteria for their respective 
levels, buz the problem of discriminating between DOP 3 and 
ПОР Ц has already been discussed. ВЕ Соса = 
described as some one who has highly developed interpersonal 
Semmunicacion skills. Interpersonal communication skills 
are not addressed as such in the Arsas of Capability bu- аге 
ша to such capabilities as interviewing and  fsedback 
presentation. 
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лан пивнице = ер cee а ee E A 


TABLE VI 
Qualification Criteria Matrix 


| 
| 
| 
| 
Areas of Senior | Master | 
Capability Пао а сале сопевізатс Consultant | 
| 
MARKETING | 
касе | |======-- a 1 2 | 
Mu lecmentastaon 1--------- Eze = 1 2 | 
Evaluation (===> ==== lc = 1 | 
| 
| 
CONTRACT ING | 
c u ing 2 Бы = 3 Ц | 
MET. 1 2 BS ета 4 | 
Negotiation 1 2 BS nn Ц | 
Closure 1 2 на 4 | 
| 
DIAGNCSING | 
collect cata | 
nterviews 2 3 4---------- Ц | 
Instruments 2 e 3 Ц | 
Archives, 1 Jescece eee 3 4 | 
Observation 2 3 4---------- y | 
Process data 
Ar.al y ze 2 Е == Ра 3 
Inteirret 1 3 M 4 
Feecback 
Desigr | 2 3 Soon Zu Ц 
Presentation 1 Z 3 4 


BIIELEBENTATION 


| 

| 

| 

| 

| 

| 

! 
Design | 
о сгасеју . 1 2 3 4 | 
Intervention 1 2 3 4 | 
Deliver | | 
Паста ос 2 3 4---------- 4 | 
B conc o 2 3 ---------- 4 | 
Logie tics 2 A 3 Ц | 
Coaching . 1 2 3 4 | 
бреста га лог | 1 2 3 Ц | 
| 

EVALUATION | 
Planning 1 2 3 Ц | 
Analysis 2 3 iE nn 4 | 
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as ter Ссази!тал“ is described as  posessizg acre 
sophisticated consulting expertiss. Вов Е is 


not defined or described and could be merely an indication 


of experience. A Master Consultant is also expec-sd -c be 
ЕКЕНИ са а= working with senior leadership levels. ЕЕ ИЕ 
беагју not required cf a Senior Consultant, but it is just 
as clearly rot addressed in the Areas of Capability. Iris, 
Ecent!y, = са as 23 Consultants will pick up 
without the guidance of the CDQP as currently specified. 
Entzrestingly, ЕЕ Чу Cl оагсісосрата if senior 


а 
EE t Iin-zerven+tions іс пегтіспей іп the instruc 
bswerd for attainment of the Senior Consultant level. 
meats like saying the opportunity to take the Ck 


ENS змага for making First-Class. о ЕЕ ао po:ne 


pe 


Met it's a clear departure from the matrix. The reward 


He 
(Л 


system nas ktecome part of ths develcpmental requirements. 


Hazs-er Consultants ere required tc qualify at DOP 4 for 


BEunty out of twenty-four Areas of Capapbilicy. Капе “2 bey 
can ke expected to te the nost innovative people in «ths 
Meme, Th2s 25 interesting since in studies on creativity, 
military officers are sometimes usł as examples for the low 
Мог the scale or, conversely, as being the most corfcr- 
mist when Cor form ity as in inverse раја шлога је 722 


а 
erzativity [Ref. 161. Otomo stacey Military officers, 


X 
ic would seem reasonable to guess, are пот mainly selected 
ШЕШ Creativity." [Ref. 17]. 

Master Consultants are further described by the uses 
Ea: may ke made of then. They may Бе used as mentors 
Meeenough they are, of course, uct the only ones). They вау 
be used as leaders of Training Support Teams, and they may 
be used as resources for innovative initiatives of an 
unsSpeciried nature. Tera MSYSPAC Anscteucticon states, "It 
EN n-ended thae* criteria for qualification as a Master 


Consultant will be so stringent that only these experienced 
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Bansultants of the highest ca 
Бор." [Ref. 12]. It is ais 
Bac to timeframes that the M 


e 
ID!" nay dte acheived ona first operati 


ОН олу Бү 
exceptional people. Hcw exceptional one mus- be to qualify 
ЕИО specified. DnEE- cNHNMSTSLANT Instruction paragraph 
Emseertification tinmeframes it is stated, "This qualifica- 


tion level may be achieved cn a first or seccnd operational 
tour by exceptionally hic a performing personnel." 
[Ref. 18]. Since tte Commanders of the Systsms will be the 
ones certifying the Master Consultant level it is important 
that they be clear on these issues. Bene cher smsohranor b= 
enough, however, since individuals inevitably rotate and the 
understanding might net be passed along. If standardization 
over time is desired then a system-wid= decision on thess 
issues is preferable. 
а wecourse, different ce 

Бост has been made to prevent tne 
ШЕП 560 restrictive so that the Centers 
Meexibility to address theair individ 

ЖЕСІ сопсеіп when it comes tc specifying qualificatior 
behaviors. One of the major panafits Peete GOL” te The 
system is the common definitions that it creates. If thesa 
definiticns are vague that benefit is minimized rather than 
maximized. The CDOF was designed "with stretch in mind." 
[Ref. 19]. It was intended то set sone goals that were 
beyond the presant capabilities cr tha people in the system. 
That makes it even rore importart to be clear about what 
those goals and capabilities are, even if the methods of 


achievirg thos? goals are not yest clean. 
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D. CRITERIA FOR EVALUATION 


ec aro ta. system шеу ра ussd as & criter20- асам пет 
which to measure the effectiveness of that system. Thers 
are four Lasic sources for such criteria: а. the goals 
stated in the instructions thenselvss, b. the goals 


a 
the HRMSYS PAC CDCE brief, c. goals stated by the progra 
Sponsor, d. the author's Obsrvations of appro 
e teria. These criteria may be divided into three types: 
feeGratecria £Or Evaluating the instruction as 
program guide. 
2. Criteria for evaluating the process established 
В Ее пе ЕЕ ОСТ ОР. 
3. Criteria for evaluating the products of 
pens tale >: On. 


Each type will bs discussed in order. 


В Е СЕСЕ оп 
ПЕЕ ЕЕЕ ссаТЕа dn the HudsYS PAC CDQ? brisft for 


the instruction are: 

IN hat 3c90rporste sxistauc prog-ams, 

2. that it Бе simple to administer and implsaenz, 

3. and that it be sasy to document. 
Ease Of understanding is not stated but is a relevant 
ENERCcrion fcr the instruction as an instruction. 

ЕЕ ЕЕС СЕО ЕЕ ЕА ЕУ == у to Understand, péz+1 

Шасаосе it does inccrporate existin Systens. o 
understanding it seems to be less of a problem on the Ea 
Esset because parts oí it are so similar to systems thar 
were previcusly in =fíect th.=re. For some commands on the 
West Coast the instruction seems to create a new vocabulary, 
Gat leas, uses cid vocabulary in w and unfamiliar 
way. Pic тоса ату репа rsfsr-zesd to is chiefly <=he 
AOCs, the DOPs, and the COLS. Tnis terminology i 





the process established by the instruction ard its newness 


should rapidiy fade with us ШЕЛЛ mE ho 2h Sstr uct 767 


М 


Ears adm:rably free of jargon and 'b5ureaucrat-ssse." 
CDO? is 


ct 
Cn 
(5 


ДЕО а ПО Ее рее зз сеу stated, 


| 


y 


A 
= 


r2 а: 90а? 


dasigneá to be self-administ 
keeps track of her or his own progress. This ansures that 


administrative problems are k to a minimum. 


(D 
“9 
с! 


Mecumentation forms are ircluded in 


ct 


he instruction and have 
also teen kept to a minimun. Ше да 1 Cct On Activity 
DL ord, which is the documentation form for the individual, 
is twelve rages long but is sumarized on one line in the 
Command Qualification Summary. This summary allows the 
Sommanding Officer of an HRM Center to document the entire 
CDOP process оп one or two pagas. These same pages would bs 
Шева by tne Commodore of the system te keep track of tne 
Enocess for the system. Thus, the bulkiest documentaticn is 
ах the lowest level, where the motivation to handie it is 


greatest. 
2. The Process 


ПЕ Рог < теме топ desczibes what ir is designed 
В :п рахгадгар: 3. b. and in Enclosure (1) paragraph 1. 
Or these stated goals the ones relavant tc the process 
established by the instruction are summarized as follows: 

т = Гоца be composed of Tive distinct and 
MOn levels ОЕ qualiticaticn. 

ИТ =пошта build on basic skills and knowledge 
already obtained. 

3. It should ensure continuing personal and 
professional growth of operational personnel by 
егсепвеч пао апа rewarding individual initiative. 

D rtosnoutd provide ongoing quality assurance for 


evaluaticn and training. 
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в СБОР 25. сотрсага of 
кооп. Шы п ыо аг с есеју distinct and ргсатеѕе: у 
n EO 


f 
Since half of the requirements 
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Eme as for Senicr Ccnsultant, this 
defined as the other levels. 

ІЕ спе takes тһе  krowledge-applice-ion-sexper-ise- 
innovation model as progressive then tha levels aze progres- 
сіуе. ВИ Өспер Progrsssions ala as 1сдісзі, such as 
kncwledge-application-expsrttise-tsaching. indeed, Master 
Consultants will be expected to teach, es ls indicated by 
their role as mentors and their presence on Training Support 
Teams.  Equelly logical is knowledge-application-expertise- 
eee ali zation. їп fact, in th2 civilian sphere OD consult- 


ants frequently specialize in ap Sencac hogy sor 


#3 
ct 
|? 
С) 
= 
I^ 
fu 
4 
H B 


а 
Bronch of industry. Another log ogression is 
knowledge-application-expertis2- management. If ¢xpertise 
Peesupposes innovaticn it cculd be par 

c 


Парос салс 206 
qemeuc ce the 


develop OD management skills. Ju 
research and development branch of an ind 


Ses requires 


ШО егеп skilis than the management or th? manufecturin 


) 


branch, management cf a Navy system where innovetior is th 


u 


Merm might require differant skills than management of a 
= 


n 
Navy ccmponent where innovaticn is less valued. Thess 
possible alternatives all focu 

peusultart. The levels oz q оп зге clearly 
Шел пс and progressive until tha Master Consultant level 
is Teached. 


= 


The CDQP may be safely assumed co build or b 


о 


0» 
(7 


skills and knowledge already obteined since i- uses a mcdel- 
similar to the one that the HRM School is using. Onc2 the 
graduates of the new curriculum have been in the system for 
awhile we will be able to tell how weil it builds on this 
skill and knowledge. Wusther tne previously obtained skili 


and knowledge is appropriata would səm more of an issue. 
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ШЕШ = гс бп Contains provisions for annual review eni 
ЕЕ то Оса! prevision Far fesding -his infczmation 
Back to tne HRM Schoci at Memphis. 

The program is designed to ено н нсе па а па 
personal and professional growth of operational personnel by 
encouraging and rewarding anaivıdual initiative. The 
professional growth being referred to her¢ is an individu- 
al's growth as a ccensuliant in the Navy. Ir encourages 


initiative by describing a method for advancement and 
emar ds initiative by recognizing advancement (via certifi- 
cates and letters) Gee c= зррхгорсјла-=з DOITS. It seems, 
however, that ensuring grcwth is beyond the scope of this 
w ec uction (although encouraging it is not.) To ensure 
growth one would have to address the issuss tha: prevent 
growth as well as rewarding growth when it occurs. nos 
Ш ЕПГІС, ar individual that makes it through HRM School but 


Hoosn'* think OD is valuable or useful to the Navy. 


O 


От course, Бел = олова arouch сап also refer + 
Bee's growth as a naval officer or Navy enlisted and this 
ENDS of professional growth is not irrelevant 50 nets 
growth as a consultant. For example, if the tour at a HRA 
center is regarded as shore duty only with no relsvancs to 
ENS overall cazeer, the certificates and letters might be 


regarded as mere hoopla. сй ла зот Оп паста present 


gu 


strong disincentive to growth and is obviously beyond the 
Peeect ccnirol of the CDQP. DS ASC oa nad e be indi- 
tectly sffscted by the CDQP if the program succezds in 
вета the quality and effectiveness of consultants in the 
Navy to such a degrse that the Navy as a whole comes to 
respect and value the entire HRM Support System more. 
АШ: 509551016 growth inhibiting factor is the 
Begining capability of the Centers. It can take up +о г 
угат to gualiry at the fundamental competency level. Since 
normal -ocur length is two or three years, the program makes 


arge demands on the resources of individual Centers 
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еРЖЕЕСТап 15 also designed te provide ongoing 
matey assurance ¿er evaluation and training. aes a 
nitely provides a method of documenting evaluation and 
БЕЗЕ піс. Hhether this documentation PIccsss assures 
quality depends on how sériously it 15 taken and how much 
agreement there is on the original definitions. Right now 
it is being taken very seriously and there ls a great deal 
cf agreement on the wcrking terminology. 

In summary, the ргодгал does build on basis skills 
and knowledge and it dces encourage professional  grcw-h. 
meee lLeyvyels of qualification are distinct and progressive at 


[meme icwer end, but less so at the top. 


3. The Products 


The CDQP produces qualified consultants and an 
ENrormation system on the qualification process. The goals 
Bene products oi the CDOP listed ір the HRMSYS PAC briet 
are: 

IE oc пе qualification levels of the consultants 
will be standardized throughout she sys-em. 

Ша- уз РДЕ will be able to monitor the 
бор teres Cf che Cenvcezs With the information 
system. 

сл прави ВЕ пеовтасгог system will allow efficient 

use of training and education resources. 

Tas program sponsor also has the goal of upgraded capability 
Meee tebOse presently in the field in accordance with the new 
ИЕ л сааш being taught at Memphis. 

The instruction provides a common vocabulary 
Ш ІрІесз with definitions. This is a strong standardization 
tool in itself. It also gives SYSPAC and SYSLANT the 
Sere ificaticn ЕПОВИ Bom, ali Senior and Master 
Consultants wnich will aiso allow for arsater stardardiza- 


кооп. аи ос а та ог «=: allow сотрагарі11тү which will 
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mu <= possible to know what a Centers total capability is 
ШЕСІ tne Cemmnard Qualification Summary. THUS IES DD ty 
Sen be monitored Center by Center. 

Пре пе ксце- ог provides not oriy a method for 
B=cording and reperting on training sources but il 
dard by which to measure their usefulness. Hav 
Meeaeicn for all of this information for the Syste 
the Centers greater flexibility in addressing their needs 
Ба also assures that the information will not be lost if 
knowledgable people are transferred. 

The CDQP uses a model that 1s similar to the model 
БЕРЕ Пе curriculum at the НЕМ School. Since: requires 
tha- perscnnel оп beard at the implementation date of the 
ШЕсзгас-2Ооп be assessed against the instruction's stated 
merece ria Within 30 days, it lets people in «he field know 
where They stand in terms of thé new  nusthodclogv. Tnis 


Atos LOr a rapid upgrading of existing capabilities, since 


ewn viduals will know exactly what they are lacking. Иса 
еріс іп <=he field were “grandfathsred" or automatically 


assigned to a certain quaiifica-ion level based on seniority 
ExE-ank it could take years for the qualification levels to 
be completely standardized. 

In summary, the pregram provides a format for meas- 
Eng, standardizing, and monitoring the capabilities of the 
Шептесс. In the Pacific Fleet it creates a body of informa- 
Әп ор training and education sources tha« didn't exist 
before. ia ОПО ert Cf the instruction іп the 
Merantic Fleet, although it is exp вине = close link 
will be developed berwsen the LANTFLT CDOP and +h 
training program.* 


б 


*Thzcughout this thesis no mention has bsen maäs or 
Шо 75 Eurcpe. It is assumed tnat they will have a CDOQP 
wher the Navy-wide prcgram is developed, if not Sooner. 
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The Navy's CDQP, ino the words of one of ег. 


"nay well be the boldest program ever." (Ref. 11]. Indeed, 
ШО шау be ons of the very few OD certification pregrams in 
existarcs. There is no shortage of training and education 
programs in the field cf organization developmant, but the 
Meera Aas traditionally surfared from a lack of formal 
Ser -ificaticn. 

Another important point, again in the words of a partic- 
Mert in the process, “It's the first time, system-wide, 
that we have come up with agreement about a standardization 
Awards consultant's qualifications with not just token 
agreement....agreement with enthusiasm." (Ref. 11]. Much 
of this accomplishment is due to the process that produced 
mae CDOP. 

The first annual review in September cf 1984 will bea 
Critical event for several reasons. By then the first grad- 
uates of the new HRM School curriculua will have been in the 
field for several months. The system will then have scms 
 Естпасіоп оп hcw aprropriate the СЮОР is for those people 
and how effective 12 is for the peopl= already in the field. 
Mee infcrmation on the Pacific and Atlantic CDOPs will be 
important for the development of the Navy-wide CDQF. Also 
there should also be enough information available ¿or the 
people in the system to ask some tough questiors. À- 
present there is an understandable reluctance to tamper with 
ен ртоатав. It is “the brainchiid of the mors prolific and 
Шаппатіс піпіс ой the HRM sys-em..," [Ref. 20] and it is, 


rer all, still comparatively untried. 
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КЕШПЕ ЕО that 3t w2ll be important tc ask 
EC that stage ares оао іп oT7g&eniza-ico 
üáevelopnert took like? How vital, vaiuable, and necessary 
is it? How will it bce measured? These questions are impor- 
tan: because the system needs a comnon definition of innova- 


€ YS 
BEEN 2:5 о have  COmMmen detiniticss for Senior 
n t 


а 

terms of DOP ratings? Why does the Intern level е 
it necessary? HOWweecme wi Maste=mGoasultcant dift 
Senicr Ее аре? Doss the СООР DO 
snsultants? (Are they born or mace?) The more irhe 
logical and useful each level is, the =zasier they will be + 
standardizs. 

Пи ЕЕ = <: | ·=-=" ве сп“ an the Program? Is it clear in 
ас dizection the system would lik= to stretch? 
Individuals entering the system should lock to the 
ENSE ucer*:ng instruction of their center for clarification 


Seeccl=vart terms, and perhaps exD=c* guicelines zo be less 
9 


clear at the upper levels. Connac Ig GEEtcers of Centers 
ПИ ла :: fruitful to define what an 14221 ccnsultant 
means to tken. The more clearly it can be däsfired, the 
easier it will be to develop. Thé Commanders cf the Systems 
ШЕНІ find it fruitful ону те даме. тре-в ER ning 
Esncerning tha Master Consultant Qualification Level Is 
ive percent Master Consultants out of the tctal subspe- 
cialt+ty population a serious, or mora importantly, a real- 
istic estimates? Ее E3xquio-d osa goal? How ls a 
Master Consultant different fron В ОПТ ОЕ соло = ? 


DeSignation of an individual as a Master Consultant means 
that person will be recognized at the systsm level es a 
EX urce for ad hoc groups and the Training Support Teams 


Wha:z will mctivate the CO of a busy and perhaps understaffed 
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БЕГ то рІәуійе the type о: training opportunities an 
Ши vidual needs to qualify as a Master Consultant if that 
Means тіз СО пау have to do without that individual's 
services occasionally спсе s/h2 qualifies? 

The HRM School and the Naval Postgraduate School now 
have a way of measuring the quality of their own output. 
They might find it valuabl= to formalize a feedback loop 
from the data that can be gathered from the system with the 
BDOP in place. The program sponsor now has a way to mak= 
retouring in the subspecialty valuable to th= system since 
mediocre performers can be identified and thus prevented 
mom returning. It would now be worthwhile to make 
E ours:nq in the subspecialty valuabis to the individual, 
Since in the past it has not been a carser-enhancing subspe- 
ту. In» the civilian world there is no equivalent to ths 
ОР. it hes been described as a practicum but is actually 
БШогег со Еле internskip that physicians go through. It may 
ЕЕ Ве Girecc ly applicable to ths civilian world but is 
 гтаіліу worth watching since che OD f 
СЕТЕ Етсв а lack cr certification procedures. 

Mete are many fruitful areas for furthe 
compariscn of the  CDQP implemencing inst ons of che 
individual Centers wculd be enlightening. Are they really 
psoducing a standardized product? What percentage of 
ccmmonality is being produced at =2ch l2vel? For example, 
Eu] Consultants look alike, but no two Master Consultants 
speak the same language? At what level of development arse 
Specialists more valuable to the systam than generalis-s, if 
any? 

Sreativity and innovation in organization develcpment is 
an area worthy of more examination. Мионица те! 15015 tO the 
problem solving process, or, for that matter, the entire 
organizaticn change process? аб СО ЕЕ оше on to CD De 
measured? Can it be taught? 


46 





The Consultant Development and Qualification РӘссатап as 


Ey cf measuring the bshavicr of consultants may be the 


Burst step towar measuring the bersfits of th: H2: systan 
tO tne Navy. The system will nave "a grace period cf a few 


Ее" [ веЕ. 2$] in which to get the reorganizaticnz in place 
and then will be expected tc display improved effectiveness. 


In 1981 when the Naval Audit Sarvics was requested тс do 2 
cos--berefit analvsis of the HRMSS th=y responded that «he 
state of the art would not permit objective measurement of 
BI HRM activitiss. The CDQP may be the first step toward 


тем state of the art. 
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DEPARTMENT OF THE NAVY 
HUMAN RESOURCE MANAGEMENT CENTER PEARL HARBOR 
ВОХ 65. NAVAL STATION 
PEARL HARBOR, HAWAII 96860 IN REPLY REFER TO 
HRMSUWSSACENSI- 1500. 
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HUMRESMANSYS PAC INSTRUCTION 1500. 1 
Subj: Consultant Development and Qualification Program 
Ref: (a) HUMRESMANCEN Pearl Harbor HI 310035Z MAR 83 


BEC (1) СООР Qualification Criteria 
(2) Rewards and Recognition Procedures 
(3) Guidelines for Personnal Professional Development Planning 
(4) CDQP Training Requirements/Resource Support 


1. Purpose. To promulgate and implement a Consultant Development and Quali- 
fication Program (CDQP). 


Ze scope. The provisions of this instruction apply to all Pacific Fleet 
Human Resource Management Centers (HRMC's). 


3. Discussion 


a. Background. Reference (a) established a task force to design a 
Pacific Fleet standard CDQP for use by all Pacific Fleet HRMC'S as a standard 
guide for the development and qualification of assigned operational personnel, 
building on basic skills and knowledge obtained through graduation from 
service schools, completion of previous HRM tours of duty and pertinent 
civilian education. 


b. Program Overview. The CDQP is designed to provide a systematic 
framework that ensures continuing growth of operational personnel in specific 
knowledge and skill areas. The CDQP also provides a review and certification 
program composed of five distinct and progressive levels of qualification 
defined in enclosure (1). The requirements of each qualification level are 
satisfied by achieving specified degrees of proficiency as set forth in 
enclosure (1). 


(1) Rewards and Recognition. Enclosure (2) addresses action to properly 
recognize personnel who achieve each successive level of qualification and 
provides samples of recognition letters and certificates. 


(2) Person al Professional Development Guidelines. Enclosure (3) provides 
planning considerations to be used when coaching operational personnel. 


(3) Resource Requirements. Existing procedures, policies, and availabil- 
ity of funds have not provided for necessary resources in a consistent manner. 
Enclosure (4) addresses resource consideration required to sustain the CDQP, 
provides Training Evaluation/Documentation/Resources forms, and addresses 
purpose/membership/tasking of Training Support Teams. 
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20 ОСТ 1983 | 
ШОССЕ оп. Commanding Officers of all Pacific Fleet HRMC's will: 

a. Develop command implementation plan and specific standards to meet 
criteria for qualification and submit to Commander, Human Resource Management 
System Pacific for information, review and support. 

b. Initiate action to ensure all operational personnel participate in the 
EDOP. 

c. Ensure operational personnel receive timely assessment and recognition 
as qualifications are achieved. Those personnel on board at implementation 
date are required to be assessed against stated criteria within 30 days. 

d. Provide for periodic review of this instruction and forward comments 
for improvement to COMHUMRESMANSYS PAC annually by 30 September and as occur- 
ring, ensuring that feedback is solicited from all operational personnel 
participating in the program. 

e. Ensure that training requirements necessary to maintain the CDQP are 
adequately documented for support by Commander Human Resource Management 
System Pacific. 

f. Identify and track aggregate CDQP levels to provide a system-wide 
proficiency status for Commander Human Resource Management System Pacific. © 

с. Provide documentation and overall status of Command CDQP for review M 
during Command Inspection by Human Resource Management System Pacific. 

h. Provide recommendations for incorporating client feedback on system 
performance and consultant readiness to Co der Human Resource Management 
System Pacific to enhance CDQP viability: 

— 
Distribution: Sto 
SNDL Human Resource Management System Pacific 
FB44 HUMRESMANCEN PAC 92 02 5552 Z 
Pearl Harbor, Hawaii 96860 

Бору to: 
SNDL 
A3 CNO (OP-15) 
EX CINCPACFLT 
26NNN1 COMHUMRESMANSYS LANT 
26NNN3 COMHUMRESMANSYS EUR 
Fjl8 NAVMILPERSCOM (NMPC-62) 
EU CNET 
ШЕ 5 NAVPGSCOL | 
FT87 HUMRESMANSCOL ( 
MES Irvin Rubin 8 
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CDQP QUALIFICATION CRITERIA 
I. CDQP Rationale. The CDQP is designed to: 


a. Describe the critical range of standard capabilities and performance 
qualifications required of operational personnel. 


b. Establish a systematic developmént process that builds on basic skills 
and knowledge obtained through service schools, previous HRM tours, Navy 
experience and civilian education, and through which consultant qualification 
levels are achieved. 


с. Provide a comprehensive framework to ensure continuing personal and 
professional growth of operational personnel that encourages and rewards 
individual initiative. 


d. Establish an ongoing quality assurance system for review, evaluation, 
and training that will strengthen and sustain the quality of services provided 
to a diverse range of client commands and systems. 


2. Matrix Intent. Managers, supervisors, and other operational personnel can 
use the CDQP Qualification Matrix as a planning guide for determining activ- 
ities required to achieve and maintain an optimum level of Center capability. 
They may also use the matrix to counsel personnel when initiating and review- 
ing professional development plans. Individuals may use the matrix to gain 

an overview of mission essential areas of capability when designing or 
revising personal objectives. 


3. Matrix Overview. The CDQP is composed of five distinct and progressive 
levels of consultant qualification. The first represents completion of basic 
training. The next two levels represent fundamental competency; the fourth 
and fifth levels represent advanced competency. The matrix integrates the 
relationship between "Areas of Capability," "Consultant Qualification Levels," 
and "Degrees of Proficiency." Within each level of consultant qualification, 
various degrees of proficiency are required in each area of capability. 


A Definition and Impe Ono Terms. The definitions and interrelation- 


ship of the elements summarized on the matrix include: 


a. Areas of Capability (AOC). Specific categories of professional 
activity required before, during or after an intervention: mission essential 
services provided by operational personnel. 


Б. Шертеев of Proficiency (DOP). Each area of capability within the 


various qualification levels carries with it a requisite degree of proficien- 
cy. DOP certification is based on the quality of observed performance and may 
require more than one observation. Certification at a specific degree of 
proficiency is considered to include satisfaction of all lower DOP require- 
ments. Authorization to certify degrees of proficiency may be delegated to 
qualified individuals who have achieved a higher DOP than the one they are 
observing and certifying.  DOP-4 certification remains the responsibility of 
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the Center Commanding Officer based on recommendations from others with DOP-4 
certification in the specified capability. The four degrees of proficiency 
are: 


DOP-1 - The individual is required to demonstrate basic knowledge and 
understanding of the purpose and expected outcomes of the capability. This 
capability may be gained through previous training, assigned reading, activity 
observation or local indoctrination programs. 





DOP-2 - The individual begins to apply the knowledge in routine 
situations with some assistance and guidance. This may be accomplished 
through limited participation in activities. The individual may also lead or 
complete an activity under direct supervision. 


DOP-3 - The individual has demonstrated consistent performance and the 
ability to use relevant experience in the application of the required capabil- 
ity and can perform independently in all but the most unusual circumstances. 





DOP-4 - The individual performs independently.  Demonstrates superior 
performance, and creates innovative adaptations within the required 
capabilíty. 


c. Consultant Qualification Levels (CQL). A summary description of 


individual achieved performance level. They provide common graduated ( 
reference points through which the HRM system can standardize, review, train, t 
and evaluate system needs and capabilities. The five consultant qualification 
levels are: 


GRADUATE - Entry level graduate from HRM School/EOMI; has not qual- 
ed for intern. 


INTERN - Works with guidance and supervision of more qualified person- 
nel; has completed qualification criteria for the intern level and possesses a 
basic understanding and knowledge of OD principles and exhibits minimum 
ability to employ appropriate skills. 


CONSULTANT - Works with minimum guidance and supervision of more 
qualified personnel; has completed qualification criteria for the consultant 
level; has a working knowledge of organizational models, change theories and 
processes; and understands and applies a variety of consulting skills to core 
field activities. 


SENIOR CONSULTANT - Works independently from, in conjunction with, or 
as a supervisor for other OD Personnel; has completed qualification criteria 
for the Senior Consultant level; has a thorough knowledge of all applicable OD 
skills; has highly developed interpersonal communication skills, and is 
capable of conducting a complete OD process or intervention. 


MASTER CONSULTANT - Works independently from, in conjunction with, or 
as a supervisor for other OD personnel. Additional responsibilities may ( 
include use as a resource for innovative initiatives, a mentor, and a leader 
of Training Support Teams. Has completed qualification criteria for the 
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Master Consultant level.  Possesses more sophisticated consulting expertise 
and is skilled at working with senior leadership levels. 


Qualification Level Certification. To be certified at a given level, all 


qualification criteria for all subordinate levels must have been satisfied. 
All recommendations for certification at a specific qualification level shall 
be reviewed in accordance with local Center »rocedures. 

Classification at the GRADUATE level is automatic on graduation from 
HRM School/EOMI and assignment to а-РтењЕје HRMC. Certification at the INTERN 
level will be accomplished by the Team Leader or equivalent supervisor. 
Certification at the CONSULTANT level shall be granted by the Center Command- 
ing Officer in accordance with local Center procedures. Recommendations for 
SENIOR and MASTER CONSULTANT certification shall be submitted by the Center 
Commanding Officer for approval by COMHRMSYS PAC. It is intended that cri- 
teria for qualification as a MASTER CONSULTANT will be so stringent that only 
those experienced consultants of the highest caliber will receive certifica- 
Exon. 3 


6. Certification Timeframes. It is recognized that provisions for strict 
timeframes for certification is problematic because of such variables as 
scheduling opportunities, personal skills and unique external demands. The 
following is offered to assist personnel in assessing CDQP progress: 


a. GRADUATE - Automatic on graduation from HRM School/EOMI and assignment 
Boa Pacific HRMC. 

b. INTERN - A timeframe of up to three (3) months from reporting date is 
prescribed as adequate to achieve this level of qualification. 


c. CONSULTANT - A timeframe of an additional nine (9) months is pre- 
scribed as adequate to achieve this level of qualification dependent upon the 
variables cited above. 


d. SENIOR CONSULTANT - This qualification level will be achieved by those 
motivated personnel who demonstrate advanced consulting skills and the ability 
to function independently. No timeframe is established. 


e. MASTER CONSULTANT - This qualification level may be achieved on a 
first operational tour only by exceptional personnel. 


7. Special Consideration. Personnel having job assignment or training 
EESparities, i.e. Equal Opportunity Program Specialist, that limit 
opportunities for achieving a specified DOP required for a specific 
qualification level may negotiate alternatives in their development plan on a 
case basis. Likewise, those personnel with exceptional educational/ 
experiential backgrounds may be expected to qualify at an accelerated rate. 
In those cases where previously qualified personnel are returning to the HRM 
program after an intervening tour, they will be assessed and re-qualified as 
deemed appropriate by the Commanding Officer. 
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8. Qualification Activity Record (QAR) (Individual). (Enclosure (1), pp. 


7-19) A program guide and activity accomplishment record shall be maintained 
by operational personnel. A completed record will contain the evaluation 
method, initials of certifying personnel, dates of achievement and comments 
relating to the conditions of the certification. 


9. Unit Qualification Summary. (Enclosure (1), p. 20) Provides a means to 


track and access overall unit capability to perform mission essential ser- 
vices. The summary records degrees of proficiency achieved for all capabil- 
ities by individuals and provides a unit profile of collective capabilities. 
This summary will be submitted to COMHRMSYS PAC without specifying personnel 
names, as required for the Management Information System. 


10. Training Evaluation/Documentation/Resources Summary.. (Enclosure (4) pp. 


3-5) Provides a means to evaluate,. document and support training/resources in 
Support of CDQP. 


ж 
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CDOBZOUSPERICATTOIBERTTERITA MATRIX 


CONSULTANT QUALIFICATION LEVELS 
BREAS OF CAPABILITY 


SENTOR MASTER 
INTERN CONSULTANT CONSULTANT CONSULTANT 
A. MARKETING 
5.1 Develop Marketing 
Strategy Program l 1 1 D 
в. 2 Implement Marketing 
Program 1 1 1 2 
А.3 Assess & Evaluate HRMC 
Marketing Progran [ 1 1 1 
B. CONTRACTING 
EI Conduct 5eouting 2 3 3 4 
В. 2 Conduct Entry Activities 1 2 4 4 
Ed Conduct Negotiation р 2 4 4 
B.4 Achieve Closure 1 2 4 4 
 ФБТАСЫОСТЫС СІ. ТЕМТ 5Ү5ТЕМ 
o Collect data from client 
system 
C.1.1 Conduct Interviews 2 3 4 4 
C.1.2 Design & Administer 
Instruments 2 3 3 ~ 
fares Review Historical Data l 3 3 - 
C.1.4 Conduct Unobstrusive 
Observations z 3 4 4 
9.2 Ànalvze & Interpret 
Data 
C.2.l Analyze Data 2 3 3 3 
E27 Interpret Data 1 3 4 + 
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INTERN 


CONSULTANT 


SENTOR 


CONSULTANT 


C.3 Feedback Analysis and Interpretation of Data to Client 


C.3.1 Design Feedback 
Package 2 


Шо 2 Present Feedback 
Package l 


IMPLEMENTING ORGANIZATIONAL 
CHANGE PROCESS 


В. 1 Intervention Design 


D.1.1 Determine Intervention 
Strategy l 


D.1.2 Design Intervention l 
№, 2 Intervention Delivery 


D.2.1 Demonstrate 
Baeılıeatiıon Skills 2 


2.2 Demonstrate 
Inseruetional Skılls 


m 


D.2.3 Demonstrate 
Logistics Management 
Skills 2 


D.2.4 Demonstrate Coaching/ 
Counseling/Mediation 
Skills l 


D22,5 Integrate Co-ordinate 
of Activities | 


EVALUATING OD OPERATION 


E.I Develop Evaluation 
Plan l 
2 Collect % Апа1уге 
Evaluation Data 2 
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QUALIFICATION ACTIVITY RECORD (QAR) UTILIZATION 


1. QAR Overview. The QAR (Encl (1), pp. 8-19) provides a means by which 
individuals may record and designated evaluators may critique the individual's 
qualification progress. The QAR expands on the CDQP matrix by providing 
examples of the scope of activities which comprise each area of capability. 
The examples may be further refined as. necessary to meet individual Center 
training needs/capabilities. 


2. Instructions. The QAR should be used as follows: 


a. The name, reporting date and PRD shall be recorded by each individual 
in the space indicated on the first page. Each individual will have the 
access to their QAR's at all times. 


b. The four blank lines below each area of capability sub-set under the 
Qualification Criteria column are designed to accommodate an activity at each 
performance level, one through four. Specific activities are to be selected 
by each Center to correspond with Degrees of Proficiency (DOP) Performance 
requirements as outlined in enclosure (1). For example, an individual may 
"observe an activity" for DOP-1 certification, and later "lead or assist a 
related activity" for DOP-2 certification. 


c. Dashed lines under the column labeled "Degree of Proficiency" provide 
a means to check-off or certify successful completion of each activity and 
readily identify the level achieved. The evaluator's initial and date should 
be used. This will facilitate later clarification of individual strengths and 
weaknesses for subsequent evaluators. 


d. The use of additional space for "Critique" comments (margins, reverse 
Side, etc.) is encouraged. 


e. A sample is provided below. 
M@arification Criteria for: Degree of PROFICIENCY 


mo. D. EFFORT SEP J00 SER 1983 
Date Reported PRD 


hs 


2 3 4 
A. MARKETING 
À.l Develop Marketing Strategy (1l, 1, 1, 2) 


a. Discuss current Center marketing plan for 
unes TSTOS other. 


о ЄЗ? 
o d 
© 


Comment/Achievement Method: 1 - Discussed Center 
Market Plan with OPS 


A a WE Ш 
2 - Participated in Center Marketing Planning Session 


a 


in 
— 
Qo 
(9 


||| 
||| 
ІШ 


| 
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EP itrication Criteria for: 
Date Reported PED 
А. MARKETING 
А.1 Develop Marketing Strategy (1l, 1, 2, 2) 


a. Discuss current Center marketing plan 
for units/ISICs/other. 


Comment/Achievement Method 





b. Read/discuss HRM Journal Spring/Summer 
8l article "Marketing OD" 


Comment /Achievement Method 


A.2 Implement Marketing Program (1, 1, 2, 2) 
a. Discuss current Center marketing procedures. 


Comment/Achievement Method 


b. Review file data as available (ltrs, msgs, 
briefs, brochures) 


Comment/Achievement Method 


A.3 Assess/Evaluate Marketing Program (1, 1, 2, 2) 


a. Discuss/review Center marketing activities 
for- purpose of assessing marketing strategy. 


Comment/Achievement/Method 
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Exalification Criteria for: Degree of PROFICIENCY 
Date Reported PRD 1 2 3 & 


CONTRACTING 


oJ 


Пи Conduct Scouting (2, 3, 3, 4) 


а. Demonstrate ability to collect relevant 
client system information 


Comment/Achievement Method 


mem ee с 
о нео = ша 
| = чш» ee 


ђ. Pre-entry strategy using scouting 
information. 


Comment/Achievement Method 


ae Te | шы шшш. 
ee cm ЕЕ. = Прето 
ee | ||| S 


Bee conduct Entry Activities (l, 2, 4, 4) 


a. Demonstrate understanding of entry 
strategy/models tactics and goal setting. 


Comment/Achievement Method 


TA Se ЫСЫШЫ 
ЕЕЕ ЕЕ: 
— ЕЕЕ SEE 


b. Participate in entry activities at various 
echelon levels. 


Comment/Achievement Method 








PS Conduct Negotiation (1, 2, 4, 4) 


a. Demonstrate the ability to conduct an 
initial visit. 


Comment/AchievementMethod 











||| 
||| 
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Qualification Criteria Ёог: 
Date Reported PRD 


b. Demonstrate the ability to identify needs 
of client organization. 


Comment/Achievement Method 





c. Conduct goal setting to identify desired 
outcomes of intervention. 


Comment/Achievement Method 


mo Achieve Closure (1, 2, 4, 4) 
a. Demonstrate ability to identify successful 
and unsuccessful strategy and tactics 


employed during initial visit. | 


Comment/Achievement Method 


b. Develop a memorandum of understanding (MOU) 
that encompasses points resulting from the 
client entry meeting(s). 


Comment/Achievement Method 


ene Obtain client closure оп MOU. 


Comment/Achievement Method 
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1 2 3 4 


——— 00 MÀ што mm 


——— Me 
ЕЕЕ Е: ҹ 
ои и о и 


— = = — сс 
нишан meee 
—— . 00 — nn s 


— mee 


—_  __a» _ . —_ .  __ <.!. —=——_ y 
cw == = < ыны. 
cm eS a 





МИ Еј саСјдоп Сејеегја for: 


Date Reported PRD 


(1) Exhibit flexibility to modify/revise MOU 
to address situation client needs. 


r 


Comment/Achievement Method 














DIAGNOSE CLIENT SYSTEM 


cM Data Collection 
meee Conduct Interviews (2, 3, 4, 4) 
a. Demonstrate the ability to collect, collate, 
analyze interview data (one on one/group 


interviews). 


Comment/Achievement Method 


b. Demonstrate the ability to identify the 
possible presence/absence of hidden agenda 
in collection of interview data. 


Comment/Achievement Method 


B2 Design and administer instruments (2, 3, 3, 
4) 


a. Demonstrate the ability to administer data 
gathering instruments. 


Comment/Achievement Method 
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Degree of PROFICIENCY 
1 2 3 4 


||| 
||| 
||| 


Е о с > 


me ee 


||| 
||| 
||| 


||| 
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Meatitication Criteria for: Degree OF PROFICIENCY 


| 2 3 4 
Date Reported ERD 


HRM Survey (code, administer, process, 
analyze, diagnose). 


Comment/Achievement Method 


_ „ин | A A. шшшшшш ш 
ағынын» | о а ик 
m = а ||| - с. 


Develop client centered supplemental 
questions. 


Comment/Achievement Method 


они See о с а 
TE = ши њи ана 


Conduct organization assessments (S/A, EO, 
Retention). 


Comment/Achievement Method 


ни = 8 R00 
m cms || - 2 -------------- 


Transition Questionnaire. 


Comment/Achievement Method 


Ди 5 -5---— mpg s 
<< = АУА_4+4_4( 
др Пн s 


ce zo 


С.1.3 Demonstrate the ability to collect 
historical data from a client system 
(e.g. Review of 3M data reports, inspection 


grades, retention statistics, etc.). (l, 3, 
BA) 


Comment/Achievement Method 











||| 
EUN 
||| 
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EuaTrfication Criteria for: Degree of PROFICIENCY 
Date Reported PRD | 2 3 4 


C.1.4. Demonstrate the ability to collect 
unobstrusive data (observe day to day 
activities in a client system and extract 
Balevanesintormation). (2, 3, 4, 4) 


Comment/Achievement Method 





C.2 Analyze and Interpret Data 


C.2.1 Demonstrate the ability to analyze appropriate 
forms of data (2, 3, 3, 3) 


а. HRM Survey - gap difference, causal 
relationships, frequency distribution, 
normative comparison (unit and aggregate), 
demographic trends of paygrade, race, age, 
sex, 


Comment/Achievement Method 


b. Interviews - significant trends, intensity 
levels, agendas, etc. 


Command/Achievement Method 


mS SS о 


с. Other assessment Information. 


Command/Achievement Method 
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Mialification Criteria for: 


Enclosure (1) 


Date Reported PRD 


іі Unobtrusive data. 


Comment/Achievement Method 


jeez. 2 INTERPRET DATA (1, 3, 4, 4) 


a. Demonstrate the ability to interpret data 
from collect various sources (survey. 
interview, observation, assessment, etc.) 
and make appropriate cross-references for 
use in the feedback package. 


Comment/Achievement Method 


КОЛ | DESIGN FEEDBACK PACKAGE (2, 3, 4, 4) 


a. Demonstrate the ability to design an 
appropriate feedback package based on the 


comMated results of Various forms of data. 


Comment/Achievement Method 


MZ PRESENT FEEDBACK PACKAGE (1, 2, 3, 4) 


a. Demonstrate the ability to deliver a 
feedback package/presentation to the 
client that provides understanding, 
ownership, and involvement. 


Comment/Achievement Method 


Degree of PROFICIENCY 
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meit ication Criteria for: Degree of PROFICIENCY 
Date Reported ERD 1 2 3 4 


b. Demonstrate the ability to deliver feedback 
package/presentation for varying levels within 
the organization (i.e. upper, middle, lower). 


Comment/Achievement Method 


Е | залын” | DEED ee 


D. IMPLEMENTING ORGANIZATIONAL CHANGE PROCESS 
p.l Intervention Design 
D.1.1 Determine intervention strategy (1, 2, 3, 4) 


a. Demonstrate the ability to apply OD theories 
in practical situations. 


Comment/Achievement Method 


b. Demonstrate the ability to identify desired 
outcomes and select appropriate strategies. 


Comment/Achievement Method 


ee mm шш 5. 
СИ = SIE NEU ED 


ENT Design Intervention (1, 2, 3, 4) 


a. Develop a model that supports intervention 
strategy. 


Comment/Achievement Method 











||| 
||| 
||| 
||| 
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Ec3]lirication Criteria for: Degree of PROFICIENCY 


Date Reported PRD l 2 3 4 
b. Demonstrate the ability to translate OD 
theories into workshops and activities 
to help client commands. (e.g. write plans, 
lesson guides, etc.). 


Comment/Achievement Method 








D.2 Intervention Delivery 
Mees! Demonstrate facilitation skills. (2, 3, 4, 4) 


a. Demonstrate facilitator skills that indicate 
the ability to surface hidden agenda, 
appropriately handle dysfunctional attitudes or 
behaviors, and accurately assess the level of 
group development. 


Comment/Achievement Method ( 
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ШЕКЕ Demonstrate Instruction Skills (2, 3, 4, 4) 


a. Demonstrate instructional skills to deliver 
content oriented workshop. (e.g. Time Manage- 
ment, Effective Meetings, Communication, etc.). 


Comment/Achievement Method 


cms SN ош 0 mm 
commie SEE о Ñ —— 


= о о a 


Dee Demonstrate the ability to conduct content 
workshops to include the use of all available 
audio/visual aids and a variety of methodologies. 


Command/Achievement Method 
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Bosidfication Criteria for: Degree of PROFICIENCY 
Date Reported PRD 1 2 3 4 


с. Demonstrate the ability to adapt material 
or methodology to the participant's level 
of understanding and classroom environment. 


Comment/Achievement Method 


D.2.3 Demonstrate Logistics Management Skills 
(2, 3, 3, 4) 


a. Demonstrate the ability to prepare for work- 
shop set-up. (e.g. materials, seating 
arrangements, audio/visual equipment etc.). 


Comment/Achievement Method 


b. Demonstrate the ability to plan and 
execute activities off site. (e.g. 
TAD, client's environment). 
Comment/Achievement Method 


D.2.4 Demonstrate Coaching/Counseling/Mediation 
Skills (1, 2, 3, 4) 


a. Demonstrate the ability to understand and 
apply the theories relating to counseling, 


negotiation, etc. (e.g. discuss or role play). 


Comment/Achievement Method 
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Searitication Criteria for: Degree of PROFICIENCY 


Date Reported PRD 


D.2.5 Integrate and Coordinate Activities Gimme, 35.4) 


a. Demonstrate the ability to plan and 
execute multi activity operations. 


Comment/Achievement Method 


b. Demonstrate flexibility in the intervention 
implementation to meet situational changes 
in the client environment. 


Comment/Achievement Method 


E. EVALUATING OD OPERATION 
Eel Develop Evaluation Plan (1, 2, 3, 4) 


a. Develop an evaluation plan to determine 
effectiveness of the intervention process. 


Comment/Achievement Method 


collect and Analyze Evaluation Data (2, 3, 4, 4) 


a. Conduct meeting to determine the client's 
assessment of intervention effectiveness. 


Comment/Achievement Method 
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МЕН 5 сасіоп Стігегіа for: 
Date Reported PRD 


b. Compare MOU outcomes with intervention 
outcomes. 


Comment/Achievement Method 


с. Collate and analyze evaluation data. 


Comment/Achievement Method 


d. Write an evaluation report describing the 
impact of the intervention on the client 
system. 


Comment/Achievement Method 


e. Complete required reports as required by 
directives. (e.g. NPRDC Team Leader Evaluation 
Report) 


Comment/Achievement Method 
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Degree of PROFICIENCY 


1 2 3 4 
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Rewards and Recognition Procedures 


Exact delineation of the rewards and recognition to be gained as a result 
of individual qualification are the responsibility of the respective HRMC. 
System policy will provide support for the following specific actions which 
are intended to comprise the core of rewards and recognition programs at 
individual centers. 

Consultant (Level 3): 


1. An appropriate letter of designation and certificate given by the 
Center Commanding Officer. 


2. Appropriate PAO photos/news release. 
femtor Consultant (Level 4): 


l. Letter of designation and certification given by the Commander, Human 
Resource Management System Pacific. | 


2. Consideration for recommendation for participation in the NPS Advanced 
Course. 


3. Recommendation to conduct professional training outside the home 
center. 


4. Increased opportunity/responsibility. 


5. Opportunity to conduct independent consulting operations and to 
participate in senior client interventions. 


6. Award recommendation as appropriate for exceptional performance in 
four of duty. 


Master Consultant (Level 5): 
l. Letter of designation, certificate and plaque given by COMHRMSYS PAC. 


2. Consideration for recommendation for assignment as staff member at NPS 
Advanced Course. 


3. Increased opportunity to pursue special studies/projects relating to 
overall system performance. 


4. Maximum opportunity/responsibility. 


5. Opportunity to conduct independent consulting operation with senior 
clients. 


6. Funding to allow presentation of papers/training to professional OD 
organization external to the Navy. 


Enclosure (2) 
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7. Award recommendation as appropriate. 
8. Consideration for assignment as Training Support Team Leader. 
Above is not intended to preclude special activities or applications by 


individual centers. Examples of appropriate certificates of qualification are 
included. 
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NOS. sub ИРТ: јак 


1500 
Ser 


From: Commanding Officer, Human Resource Management Center 

Do: 

Subj: Human Resource Management Specialist (Graduate) Designation 
Ref: (a) COMHRMSYSPACINST 1500 (series) 


Poet: (l) Certificate of Qualification 


l. Pursuant to reference (a), you are designated a Human Resource Management 
Specialist (Graduate) (HRMS (G)) as certified by enclosure (1). 


2. This designation signifies your graduation from Human Resource Management 
School/Equal Opportunity Management Institute and your entry into the Consul- 
tant Development and Qualification Program (CDQP). 


3. May this process be an exciting time of professional growth and develop- 
ment for you. 
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From: 


То: 


Sub]: 


Ref: 


Encl: 


ЈЕ 


NOS- SAB: WP]; jak 
1500 
Ser 


Commanding Officer, Human Resource Management Center 
Human Resource Management Specialist (Intern) Designation 


(a) COMHRMSYSPACINST 1500 (series) 


Certificate of Qualification 


Pursuant to reference (a), you are designated a Human Resource Management 


Specialist (Intern) (HRMS (1)). 


2. To achieve this designation you satisfactorily completed all academic and 
practical requirements. You demonstrated the requisite skills and capabil- 
ities to perform the specific duties of an HRMS (I). 


Eee congratulations! 
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Росов МР ЈА јак 


1500 
бет 


From: Commanding Officer, Human Resource Management Center 

ko: 

Subj: Human Resource Management Specialist (Consultant) Designation 
Ref: (a) HUMRESMANSYSPACINST 1500 (series) 

Meet: (1) Certificate of Qualification 


1. Pursuant to reference (a), you are designated a Human Resource Management 
Specialist (Consultant) (HRMS (C)) as certified by enclosure (1). 


2. To achieve this designation you satisfactorily completed all academic and 
practical requirements. You demonstrated the requisite skills and capabil- 
ities to direct the efforts of other HRMS's when conducting limited inter- 
vention activities. Acknowledgement of this achievement will be made a part 
of your permanent service record. 


3. Congratulations and Well Done! 
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NOS<SEB<WP1:3jak 
1500 
Ser 


From: Commanding Officer, Human Resource Management Center 
Шо: 


Subj: Human Resource Management Specialist (Senior Consultant) Designation 
Ref: (a) COMHRMSYSPACINST 1500 (series) 
Ener: (1) Certificate of Qualification 


1. Pursuant to reference (a), you are designated a Human Resource Management 
Specialist (Senior Consultant) (HRMS (SC)) as certified by enclosure (1). 


2. To achieve this designation you demonstrated your competence, knowledge, 
and skill in all aspects of the Human Resource Management Specialist. Through 
your efforts you significantly increased your value to yourself, this command, 
and the U.S. Navy. With this designation you are entrusted to independently 
conduct all intervention activities and direct the efforts of other consul- 
tants and specialists. Your successful completion of all requirements iden- 
tifies you as a person of significant initiative and motivation and distin- 
guishes you as an outstanding performer among your contemporaries.  Acknowl- 
edgement of this achievement will be made a permanent part of your service 
record. 


3. Sincerest congratulations for the successful completion of this noteworthy 
accomplishment! 
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NGS SHB WE ak 
1500 
Ser 


From: Commanding Officer, Human Resource Management Center 
Ша) 


Subj: Human Resource Management Specialist (Master Consultant) Designation 
Ref: (a) COMHRMSYSPACINST 1500 (series) 
Encl: (1) Certificate of Qualification 


1. Pursuant to reference (a), you are designated a Human Resource Management 
Specialist (Master Consultant) (HRMS (MC)) as certified by enclosure (1). 


2. To achieve this designation you demonstrated your competence, knowledge, 
and skill in all aspects of the Human Resource Management Specialist. Through 
your efforts you significantly increased your value to yourself, this command, 
and the U. S. Navy. With this designation you are entrusted to independently 
conduct all intervention activities and direct the efforts of other 

consul- 
tants and specialists. Your successful completion of all requirements iden- 
tifies you as a person of significant initiative and motivation and distin- 
guishes you as an outstanding performer among your contemporaries. Acknowl- 
edgement of this achievement will be made a permanent part of your service 
гесога. 


3. Sincerest congratulations for the successful completion of this noteworthy 
accomplishment! 
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GUIDELINES FOR PERSONAL PROFESSIONAL DEVELOPMENT PLANNING 
l. All operational personnel shall develop personal professional development 
plan. These plans are to lead to achievement of the various qualification 
levels and identify other initiatives which support individual development. 
Thus, the professional development plan will fully integrate CDQP require- 


ments. 


2. In addition to CDQP requirements, some suggested areas for inclusion 
within individual development plans are: 


A. A professional reading program graduated in categories of: 
(1) Basic 
(2) Intermediate 
(3) Advanced 
This program should include provisions for evaluation of effort, appli- 
cability to mission related activities and sharing of findings with other 


operational personnel. 


B. Activities that would lead to a demonstrated knowledge and understand- 
ing of interfaces between elements of the HRMSS: 


(1) LMET (Attendance) 

(2) Family Service Centers 

(3) CAAC 

(4) NASAP/DSAP 

(5) Other appropriate or geographically required 

(6) CMEOP 

C. Activities that would lead to knowledge and understanding of associ- 

ated areas of Navy organization, warfare specialties and other Navy program 
areas: 

(1) Ships/Squadrons (visits) 

(2) Operational readiness exercises 

(3) Unit scheduling and schedules (familiarization) 

(4) Navy organization structure (papers, readings or briefings) 


(5) Retention 
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D. Off-duty education in graduate/undergraduate organization development 
MOD) related fields. 


3. Centers should encourage individual initiatives in the development of 
studies/projects in OD related professional areas. Such studies/projects will 
not only provide opportunities for individual recognition, but also provide 
for Navy-wide recognition of OD system contributions. Studies/projects 
selected will have broad scope and applicability, eg., new intervention, 
strategy, new developments to enhance operational effectiveness/readiness, OD 
evaluation techniques, Navy policy impact, etc. 


A. Criteria for project assignment/approval should encompass the follow- 
ing: 


(1) Individuals should be qualified OD Consultants. 
(2) Individuals should be subject matter experts in the project area. 


(3) Project approval should be based on potential gain for the indi- 
vidual, the Center, the System, and in the Navy. 


B. High quality achievements may be recognized via presentations at: 


Advanced HRM, OD Network, American Society for Training and Develop- 
ment (ASTD); or publication submissions to: НЕМ Journal, Training HRD Maga- 
zine, OE Communique, Naval Institute Proceedings etc., or for system adoption 
via HRM Development Center. (See enclosure (2)). 
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TRAINING REQUIREMENTS/RESOURCE SUPPORT 

1. The CDQP provides for individual professional qualification. Addition- 
ally, a plan for responding to state-of-the-art training needs generated by 
CDQP is a primary requirement. This plan should identify resources both 
internal and external to the Navy OD System. It is not intended that this 
plan address other areas of learning such as GMT, training of civilians or 
other areas not directly related to CDQP requirements. Resource requirements 


and funding considerations should include the following: 


A. Per diem, travel, and tuition fees for professional training both on 
and off site. 


B. Center membership in appropriate professional organizations (e.g., 
ASTD, OD Network, etc.). 


C. Acquisition of appropriate professional publications. 
D. Acquisition of media (e.g., VTR tapes, films, etc.). 


2. Sources (other than own Center) for consideration in meeting training 
requirements may include, but are not limited to: 


А. NPS Monterey. 

B. Other Centers. 

С. Training Support Teams. 
D. Colleges/Universities. 
Er Private contractor. 


F. Non-profit foundation. (i.e. Center for Creative Leadership, Kellogg 
Institute, etc.). 


G. Professional organizations. 
CID ASTD 
(2) OD Network 


(3) Society for International Education Training and Research 
(STETAR). 


H. Other government organizations. (i.e. USA OE School, ONR, etc.). 
J. Criteria for attendee selection may include the following: 


A. Time onboard/time remaining onboard. 
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DZ ZEDOr level 
er ХОЛИ еу to apply training/train others. 
D. Fill performance gaps in individual and Center capability. 
E. Relation to purpose of training/mission. 
n Applicability to client needs. 
(1) Present 
(2) Future. 
G. Funding level/source. 
4. System feedback of completed training both internal and external will be 
accomplished by means of the Training Evaluation/Documentation/Resource 
Summary (enclosure (1) pages 5-19). All Centers are encouraged to submit 
local use Evaluation Forms in lieu of enclosure (l) pages 5 and 6 if they can 
be related directly to CDQP. 
5. The following matrix is a suggested minimum for off-site training in 


Centers in support of CDQP standards. 


Number of Personnel (Annually) 


PH SD AL SU WH YO 
LOCAL 18 24 p» а 2 15 
OUT OF AREAS 9 ү? 6 6 6 7 
SEMINARS /MEETINGS 4 4 4 4 4 4 
ADVANCED HRM (NPS) 2 2 2 2 2 2 


LOCAL - One day or less - No Travel 


OUT OF AREA - More than one day. Travel and Per Diem Involved. Estimate 4 
days average per session. 


SEMINARS/MEETINGS - More than one day. Travel and Per Diem Involved. E.G. 
ВО ОБ, ОА], HRDSS, OD34, etc. 
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TRAINING EVALUATION SUMMARY 


Submitted by HUMRESMANCEN 


Subject Pace reactor 
Organization Training Site 
Date Length of Training 





l. How useful is this training to the CDQP? 
2. What areas of the CDQP are addressed by specific topics of this training? 


3. How does this training apply to the development/duties of an HRMS and to 
client needs? 


4. How, in your judgement, does this training rate against other training 
available in this subject area? (optional) 


2. How effective was the facilitator in helping you understand the material 
presented? 


6. What other comments regarding the quality/usefulness of this training 
would you like us to be aware of? 


55 Enclosure (4) 






HRMSYSPACINST 1500.1 
20 067 1583 


TRAINING DOCUMENTATION SUMMARY 


Submitted by HUMRESMANCEN 
Subject Facilitator 
Organization Training Site 

Date Length of Training 


l. What is the name/address of training source? 


2. Is this training available from other sources/locations? If so, specify? 


3. If trainer is in-house/in-system, what is PRD? Is alternate trainer 
available? 


4. What is the cost per trainee? Is group rate available? 


5. What are other associated costs, i.e. materials, travel etc? 


6. Other pertinent comments related to training availability, cost, facil- 
ities, logistics etc. 
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TRAINING RESOURCES SUMMARY 


Submitted by HUMRESMANCEN 
Subject Date 


Ми Туре об !сет/5 desired to facilitate training: (book, film, vtr, etc.). 


2. What areas of the CDQP are addressed by this training resource? 


3. What levels of the CDQP would find this resource useful? 


4. How, in your judgment, does this resource rate against other training 
resources available in this subject area? 


5. Identifying nomenclature of this training resource. 


6. Cost of this training resource per trainee, comments regarding bulk rates 
ог ге-џ5е. 


7. Would your Center require financial assistance to obtain an adequate 
supply of this training resource? 


8. What other comments regarding the quality/usefulness of this training 


resource would you like us to be aware of? 


9. Recommendation for system-wide usefulness of this training resource. 
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TRATII ING SERPORT TEAMS 


Training Support Teams are intended to meet the need for HUMRESMANSYS PAC 
participation in specific consultant developmental/training projects on a 
systemwide basis. Membership will be contingent upon resource needs. 


Purpose: 


1. Provide training in areas 
nel throughout HUMRESMANSYS PAC, 


2. Provide expertise through 


systemwide to research, plan, and 
PAC. 


Membership: 


1, CDQP qualification at the 


2. On recommendation of HRMC 


3. Approved by COMHRMSYS PAC. 


of special knowledge for operational person- 
the use of highly qualified personnel 


develop projects designated by COMHRMSYS 


appropriate level. 


Commanding Officer. 


4. Training support Team Leaders will generally be MASTER Consultants. 


Tasking: 


l. Initial request for Training Support Team assistance by HRMC command- 


ime officer. 


2. Approval and specific tasking by COMHRMSYS РАС. 
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DEPARTMENT OF THE NAVY 


HUMAN RESOURCE MANAGEMENT SYSTEM ATLANTIC 
5621 TIDEWATER DRIVE 


IN REPLY REFER TO 
NORFOLK.VIRGINIA 23509 COMHUMRESMANSYSLANTINST 1500.3 


N3:MG:ghg 
26 OCT 1843 


COMMANDER HUMAN RESOURCE MANAGEMENT SYSTEM ATLANTIC INSTRUCTION 1500.3 





Subj: Consultant Development and Qualification Program 
Ref: (a) HUMRESMANCEN Pearl Harbor msg 3100352 МАК 83 (СПОР) 


(b) COMHUMRESMANSYSLANTINST 1500.1 


Encl: (1) СООР Qualification Criteria 
(2) Rewards and Recognition Procedures 
(3) Guidelines for Individual Professional Development Planning 


1. Purpose. To promulgate criteria and procedures and to assign responsibilities 
for implementing the Consultant Development and Qualification Program (CDQP). 


2. Cancellation. HUMRESMANCENNORVAINST 1500.3A. 


3. Scope. The provisions of this instruction apply to all personnel assigned to 
or involved with operational activities at all Atlantic Fleet Human Resource 
Management Centers (HRMC's), hereafter referred to as operational personnel. 


Sun Discussion 


a. Background. Reference (b) e$tablished a task force to design a standard 
CDQP for utilizacion within Pacific Fleet HRMC's. HRMC Norfolk was invited to 
participate as a task force member ín order to utilize prior experience with 
consultant development prograus and to enhance the potential for the establishment 
of a joint Atlantic and Pacific HRMC CDQP. This program is intended to be used as 
a standard planning guide for the development and qualification of assigned 
operational personnel. It builds on basic skills and knowledge obtained through 
graduation from service schools, experience gained frou previous HRM tours of 
duty, and pertinent civilian education. 


be Program overview. The CDQP is designed to provide a systematic framework 
that ensures continuing growth of operational personnel in specific knowledge and 
skill areas. The CDQP also provides a review and certification program composed 
of four distinct and progressive levels of qualification defined in enclosure (1). 
The requirements of each qualification level are satisfied by achieving specified 
degrees of proficiency as set forth in enclosure (1). 


(1) Reward and Recognition. Enclosure (2) addresses action to properly 
recognize versonnel who achieve each successive level of qualification. Associated 


TABS provide samples of recognition letters/certificates. 


(2) Individual Professional Development Guidelines. Enclosure (3) 
provides planning considerations to be used wnen coaching operational personnel. 


(3) Training and Resource Requirements. Reference (b) addresses training 
and resource consideration required to sustain che CDQP. 


99 


o o mag o i ti i t mn 





COMHUMRESMANSYSLANTINST 1500.3 
3iMG:ghg x 
о ЧОТ 1983 


(4) Transition. Specialists presently qualified under HUMRESMANCENNORVAINS T 
1500.3A will retain their earned designation. Level IV projects presently authorized 
may continue. 


Se Action 


а. Commanding Officers shall: 


(1) Develop a command implementation plan and specific standards to meet 
criteria for qualification. Submit the initial plan and standards to COMHUMRESMANSYSLANT 
for information, review, and overall system coordination and support. 


(2) Initiate action to ensure all operational personnel participate in 
the CDQP. 


(3) Ensure operatíonal personnel receive timely assessment and recognítion 
as-qualifications are achieved. Those personnel on board at implementation date, 
without regard to previous designations are required to be assessed against stated 
criteria within 30 days. 


(4) Ensure that training requirements necessary to maintain the CDQP are 
pursued in accordance with reference (5). 


(5) Provide for periodic review of this instruction and forward comments 
for improvement to COMHUMRESMANSYSLANT annually by 30 September and as occurring. 


а 


Қ. B. OLDS 
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CDOP QUALIFICATION CRITERIA 
1. (СПОР Rationale. The CDQP is designed to: 


а. Describe the critical range of standard capabilities and performance 
qualifications required of operational personnel. 


b. Establish a systematic development process that builds on basic skills and 
knowledge obtained through service schools, previous HRM tours, Navy experience 
and civilian education, and through which consultant qualification levels are 
achieved. 


c. Provide a comprehensive framework to ensure continuing personal and 


professional growth of operational personnel that encourages and rewards individual 
initiative. 


4. Establish an ongoing quality assurance system for review, evaluation, and 
training that will strengthen and sustain the quality of services provided to a 
diverse range of client commands and systens. 


2. Matrix Intent. Managers, supervisors and other operational personnel can use 
che CDQP Qualification Criteria Matrix (TAB A) as a planning guide for determining 
activities required to achieve and maintain an optimum level of Center capability. 
The y may also use the Matrix to counsel personnel when initiating and reviewing 
professional development plans. Individuals may use the Matrix to gain an overview 


of mission essential areas of capability when designing or revising personal 
objectives. 


3. Matrix Overview. The CDQP is composed of four distinct and progressive levels 

of consultant qualification. The first two levels represent core competency 

levels; the second two levels represent advanced competency levels. TAB A provides 
the matrix which integrates the relationship between Areas of Capability, Consultant 
Qualification Levels, and Degrees of Proficiency. Within each level of consultant 
qualification various degrees of proficiency are required in each area of capability. 


4. Definition and Integration of Terms. The definitions and interrelationship of 
the elements summarized on the matrix include: 


a. Areas of Capability. Specific categories of professional activity required 
before, during and after an intervention. Mission essential services provided by 
operational personnel. 


б. Degrees of Proficiency (DOP). Each area of capability within che various 
qualification levels carries with it a requisite degree of proficiency. DOP 
certification is based on the quality of observed performance and may require more 
than one observation. Certification at a specific degree of proficiency is 
considered to include satisfaction of all lower DOP requirements. Authorization 
to certify degrees of proficiency may be delegated to qualified individuals who 
have achieved a higher DOP than the one they are observing and certifying. DOP-4 
remains the responsibility of the Center Commanding Offficer based on recommendations 
from others with DOP-4 certification in the specified capability. The four 
degrees of proficiency are: 


DOP-l - The individual is required to demonstrate basic knowledge and understanding 
of the purpose and expected outcomes of the capability. This capability may be 


gained through previous training, assigned reading, activity observation or local 
indoctrination programs. 
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DOP-2 - The individual begins to apply the knowledge in routine situations 
with some assístance and guidance. This may be accomplished through limited 
participation in activities. The individual may also lead or complete an 
activity under direct supervision. 





DOP-3 - The individual has demonstrated consistent performance and the ability 
to use reievant experience in the application of the required capability and can 
perform independently іп all but the most unusual circumstances. 


DOP-4 - The individual performs independently.  Demonstrates superior 
performance, and creates innovative adaptations within the required capability. 





с. Consultant Qualification Levels. & summary description of individual 
achieved perrormance level. They provide common graduated reference-points 
through which the HRM system can standardize, review, train, and evaluate system 
needs and capabilities. The four consultant qualification levels are: 


SPECIALIST (INTERN) - Works with guidance and supervision of more qualified 
personnel; has completed qualification criteria for the intern level and 
possesses a basic understanding and knowledge of OD principles and exhibits 
minimum required ability to employ appropriate skills. 


SPECIALIST (CERTIFIED) - Works with guidance and supervision of more qualified 
personnel; has completed qualification criteria for the specialist level; has 

a working knowledge of organizational models, change theories and processes; 
and understands and applies a variety of consulting skills to core field 
activities. 

CONSULTANT - Works independently from, in conjunction with, or as a supervisor 
for other OE personnel, has completed qualification criteria for the consultant 
level, has a thorough knowledge of all applicable OD skills; has highly 
developed interpersonal communication skills, and is capable of conducting 

a complete OD process or intervention. 


SENIOR CONSULTANT - Works independently from, in conjunction with, or as 

a supervisor for other OE personnel. Additional responsibilities may include 
utilization as a resource for innovative initiatives, a mentor, and a member 
of special task groups. Has completed qualification criteria for the senior 
consultant level. Possesses more sophisticated consulting expertise and 

is skilled at working with senior leadership levels. 


5. Qualification Level Certification. To be certified at a given level all 
qualification criteria for all subordinate levels must have been satisfied. All 
recommendations for certification at a specific qualification level shall be 
reviewed in accordance with local Center procedures. 


Certification at the SPECIALIST (INTERN) level will be accomplished by the 
Team Leader or equivalent supervisor. Certification at the SPECIALIST (CERTIFIED) 
level shall be granted by the Center Commanding Officer in accordance with local 
Center procedures. Recommendation for CONSULTANT and SENIOR CONSULTANT certification 
shall be submitted by the Center Commanding Officer for approval by COMHUMRESMANSYSLANT. 
It is intended that criteria for qualification as a SENIOR CONSULTANT will be so 
stringent that only those widely experienced consultants of the highest caliber 
will receive certification. 
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6. Certification Timeframes. ІС is recognized that provisions for strict 
timeframes for certification is problematic because of such variables as 
scheduling opportunities, personal skills and unique external demands. The 
following is offered to assist personnel in assessing CDQP progress: 


а. SPECIALIST (INTERN) ~ A timeframe of up to three (3) months from report ing 
date is prescribed as adequate to achieve this level of qualification. 


Ы. SPECIALIST (CERTIFIED) - Á timeframe of an additional nine (9) months is 


prescribed as adequate to achieve this level of qualification dependent upon 
the variables cited above. 


с. CONSULTANT - This qualification level will be achieved by those highly 
motivated personnel who demonstrate advanced consulting skills and the ability 
to function independently. No timeframe is established. 


d. SENIOR CONSULTANT - This qualification level may be achieved on a first 
or second operational tour by exceptionally high performing personnel. 


NOTE: Personnel having job assignments and/or training backgrounds that limit 
opportunities for achieving a specified DOP required for a specific qualification 
level may negotiate alternatives in their development plan on a case basis. 
Personnel with exceptional educational/experiential backgrounds should be expected 
to qualify at an accelerated rate. Previously HRM qualified personnel returning 


to HRMC's after an intervening tour will be assessed and re-qualified as deemed 
appropriate by the Commanding Officer. 


7. Qualification Activity Record (Individual) (TAB В) - A program guide and 
activity accomplishment record shall oe maintained by operational personnel. А 
completed record will contain the evaluation method, initials of certifying 


personnel, dates of achievement and comments relating to the conditions of the 
Certification. 


8. Unit Qualification Summary (TAB C) - Provided as a format for tracking and 
assessing overall unit capability to perform mission essential services. The 
summary records degrees of proficiency achieved for all capabilities by individuals 
and provides a unit profile of collective capabilities. 

ТАБА - СОР Qualification Criteria Matrix 

TAB B - Qualification Activity Record (QAR) 


TAB C - Unit Qualification Summary 
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CDQP QUALIFICATION CRITERIA MATRIX 


CONSULTANT QUALIFICATION LEVELS 


AREAS OF CAPABILITY SENIOR 
INTERN SPECIALIST CONSULTANT CONSULTANT 


As MARKETTIN 


А.1 Develop Marketing 
Strategy Program 1 l 1 2 


A.2 Implement Marketing 
Program l l l 2 


A.3 Assess & Evaluate 
Marketing Progran l 1 1 1 


В. CONTRACTING 


B.l Conduct Scouting Z 3 3 4 
B.2 "Conduct Entry 

Activities 1 2 4 4 
B.S Conduct 

Negotiation l 2 4 4 
B.4 Achieve Closure 1 2 4 5 

С. DIAGNOSING CLIENT SYSTEM 

Col Collect data from 

client system 
C.l.1 Conduct Interviews 2 B 4 4 


C.1.2 Design & Administer 
Instruments 


ho 
(м 
(9 
+ 


C.l.3 Review Historical 
Data 1 S 3 4 


C.1.4 Conduct Unobtrusive 


Obse rvations 2 3 4 4 
С.2 Апа1уге % Interpret 
Баса 
C.2.1 Analyze Data 2 3 3 3 
C.2.2 Interpret Data l 3 4 4 


MINEAUM REQUIRED DEGREE OF PROFICIENCY 
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INTERN 


SPEGIALIST 


CONSULTANT 


SENIOR 


C.3 Feedback Analysis and Interpretation of Data to Client 


C.3.1 Design Feedback 
Package 2 


C.3.2 Present Feedback 
Package 1 


IMPLEMENTING ORGANTZATIONAL 
CHANGE PROCESS 


D.l Intervention Design 


D.1.1 Determine 
Intervention 
Strategy 1 


D.1.2 Design 
Intervention 1 


D.2 Intervention Delivery 


0.2.1 Demonstrate 
Facilitation 
Skills 2 


D.2.2 Demonstrate 
Instructional 
Skills 2 


D.2.3 Demonstrate 
Logistics Management 
Skills 2 


D.2.4 Demonstrate 
Coach ing/Counseling/ 
Mediation Skills 1 


D.2.5 Integrate Co-ordinate 
Activities 1 


EVALUATING OE OPERATION 


E.l Develop Evaluation 
Plan 1 


Е.2 Collect & Analyze 
Eyaluation Data 2 


~ 


4 + 
3 5 
3 4 
3 4 
4 4 
4 4 
3 4 
3 4 
3 4 
3 4 
4 4 
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QUALIFICATION ACTIVITY RECORD (QAR) 


1. QAR Overview. The QAR provides a means by which individuals nay record 
activities and designated evaluators may critique the individual's qualification 
progress. The QAR expands on the CDQP matrix by providing examples of the scope 
of activities which comprise each area of capability. The example may be further 
refined as necessary to meet individual Center training needs and capabilities. 


2 Instructions. The QAR should be used as follows; 


a. The name, reporting date and PRD shall be recorded for each individual in 
che space indicated on the first page. 


b. The four blank lines below each area of capability sub-set under the 
Qualification Criteria column are designed to accommodate an activity at each 
performance level, one through four. Specific activities are to be selected by 
each Center to correspond with Degrees of Proficiency (DOP) Performance requirements 
as outlined in enclosure (l). For example, an individual may "observe an activity" 
for DOP-1 certification, and later "lead or assist a related activity" for DOP-2 
certification. 


_ с. Dashed lines under the column labeled "Degree of Proficiency" provide a 
means to check-off or certify successful completion of each activity and readily 
identify the level achieved. The evaluator's initial and the date should be 
utilized rather than an X. This will facilitate later clarification of individual 
strengths and weaknesses for subsequent evaluators. The numbers in parentheses 
represent the ninimum required DOP's in qualification level sequence for a given 
capability sub-set. 


d. The use of additional space for "Critique" comments (margins, reverse 
side, etc.) is encouraged. 


e. A sample is provided below. 
Qualification Criteria for: Degree of PROFICIENCY 
LT 0.D. EFFORT SEP 1980 SEP 1983 
Date Reported PRD 12 3 4 
А. MARKETING 
A.l Develop Marketing Strategy (1,1,1,2) 


a. Discuss current Center marketing plan for 


units/ISICs/other 
Comment/Achievement Method: | - Discussed Center 9/80 


Market Plan with OPS 


2 
2 - Participated in Center Marketing Planning Session 2% 
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Date Reported PRD 


А. MARKETING 
À.l Develop Marketing Strategy (1l, l, 1, 2) 


a. Discuss current Center marketing plan for 
units/ISICs/other. 


Comment/Achievement Method 











b. Read/discuss HRM Journal Spring/Summer 81 article 
"Marketing OD" 


Comment/Achievement Method 











A.2 Implement Marketing Program (1, 1, 1, 2) 
a. Discuss current Center Marketing procedures. 


Comment/Achievement Method 


b. Review file data as available (ltrs, msgs, 
briefs, brochures) 


Comment/Achievement Method 








А.3 Assess/Evaluate Marketing Program (1, 1, 1, 1) 


а. Discuss/review Center marketing activities for 
purpose of assessing marketing strategy. 


Comment/Achievenent/Method 
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Date Reported PRD 
В. CONTRACTING 
Hle candustoscouting (2, 3. 3. 4) 


а. Demonstrate ability to collect relevant 
client system information. 


Comment/Achievement Method 














b. Pre-entry strategy using scouting information. 


Comment/Achievement Method 











Bo Conduct Entry Activities (lb, 2, 4, 4) 


а. Deomonstrate understanding of entry strategy/models 
tactics and goal setting. 


Comment/Achievement Method 





b. Participate in entry activities at various 
echel on levels. 


Comment /Achievement Method 











B.3 Conduct Negotiation (1, 2, 4, 4) 


а. Demonstrate the abilitly to conduct an inicial visit. 


Comment/Achievement /Method 














29 


ми ~ hw ho à V^ deal 4 


1 2 3 4 






Dualificatcion Crlitería for: 





Date Reported PRD 


b. Demonstrate the ability to identify needs of 
client organization. 


Comment/Achievement Method 











c. Conduct goal setting to identify desired outcomes 
of intervention. 


Comment/Achievement Method 





B.4 Achieve Closure (1, 2, 4, 4) 


а. Demonstrate ability to identify successful and 
unsuccessful strategy and tactics employed during 
initial visit. 


Comment/Achievement Method 


Ы. Develop a memorandum of understanding (MOU) chat 


encompasses points resulting from the client entry 
meeting(s). 


Comment/Achievement Method 











с. Obtain client closure on MOU. 


Comment /Achievement/Method 
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Qualification Criteria for: 





Date Reported PRD 


(1) Exhibit flexibility to modify/revise MOU to 
address situational client needs. 


Comment/Achievement Method 














C. DIAGNOSE CLIENT SYSTEM 
С.1 Data Collection 
C.1.1 Conduct Interviews (2, 3, 4, 4) 


- a. Demonstrate the ability to collect, collate, analyze 
incerview data (one on one/group interviews). 


Comment/Achievement Method 


b. Demonstrate the ability to identify the possible 
presence/absence of hidden agenda in collection of 
interview data. 


Comment/Achievement Method 





C.1.2. Design and administer instruments (2, 3, 3, 4) 


ae Demonstrate the ability to administer data gathering 
instruments. 


Comment/Achievement Method 





Ши 


Degree of PROFICIENCY 


1 2 3 4 
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@uala fication Criteria for: 





Date Reported PRD 


-eg- HRM Survey (code, administer, process, analyze, diagnose). 


Comment/Achievement Method 














-eg- Develop client centered supplemental questions. 


Comment/Achievement Method 














-eg- Conduct organization assessments (S/A, EO, Retention) 


Comment/Achievement Method 





-eg- Transition Questionnaire. 


Comment/Achievement Method 





C.1.3 Demonstrate the ability to collect historical data 
from a client system (e.g. Review of 3M data 
reports, inspection grades, retention statistics, 
Be) C 3, 4) 


Comment/Achievement Method 





Degree of PROFICIENC 


l 2 3 ~ 
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Qualification Criteria for: 





Date Reported P RD 
С.1.4. Demonstrate the ability to collect unobtrusive data 
Cobserve day to day activities in a client system 
and extract relevant information). (2, 3, 4, 4) 


Comment/Achievement Method 














С.2 Interpret Data 


6.2.1 Demonstrate the ability to analyze appropriate 
forms of data (2, 3, 3, 3) 


ae HRM Survey - gap difference, causal relationships, 
frequency distribution, normative comparison (unit 
and aggregate), demographic trends of paygrade, 
race, age, sex. 


Comment/Achievement Method 














9% Interviews - significant trends, intensity levels, 
agendas, etc. 


Comment/Achievement Method 








Ce Other assessment information. 


Comment/Achievement Method 





Degree of PROFICIENCY 


| 2 3 4 
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Qualification Criteria for: 





Date Reported PRD 
de Unobtrusive data. 


Comment/Achievement Method 














C.2.2 Interpret Data (1, 3, 4, 4) 


а. Demonstrate the ability to interpret data collected 
from various sources (survey, interview, 
observation, assessment, etc) and make appropriate 
cross-references for use in the feedback package. 


Comment /Achievement Method 











СЕЗІ. Present Feedback Package (2, 3, 4, 4) 
a. Demonstrate the ability to design an appropriate 
feedback package based on the collected results 


of various forms of data. 


Comment /Achievement Method 





Cie 2 Present Feedback Package (1, 2, 3, 4) 
а. Demonstrate the ability to deliver a feedback 
package/presentation to the client that provides 


understanding, ownership and involvement. 


Comment/Achievement Method 
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Qualification Criteria for: Degree of PROFICIENCY 
Date Reported PRD 1 2 3 4 
b. Demonstrate the ability to translate HRM theories 
into workshops and activities to help client 


commands. (e.g. write plans, lesson guides, etc). 


Comment/Achievement Method 














D.2 Intervention Delivery. 
De2el. Demonstrate facilitation skills, (2, 3, 4, 4) 
a. Demonstrate facilitator skills that indicate the 
- ability to surface hidden agenda, appropriately 
hand le dysfunctional attítudes or behaviors and 


accurately assess the level of zroup development. 


Comment/Achievement Method 


0.2.2 Demonstrate Instructional Skills (2, 3, 4, 4) 
а. Demonstrate instructional skills to deliver content 
oriented workshop. (e.g. Time Management, 


Effective Meetings/Communications etc.). 


Comment/Achievement Method 





b. Demonstrate the ability to conduct content workshops 
to include the use of all available audio/visual 
aids and a variety of methodologies. 


Comment/Achievement Method 


St ee — > 
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Qualification Criteria for: 
Date Reported PRD 
b. Demonstrate the ability to deliver feedback 
package/presentation for varying levels within the 


organization (i.e. upper, middle, lower). 


Comment/Achievement Method 














D. IMPLEMENTING ORGANIZATIONAL CHANGE PROCESS 
D.l Intervention Design 
Del. ls Determine intervention strategy (1, 2, 3, 4) 


а. Demonstrate the ability to apply OE theories in 
practical situations. 


Comment/Achievement Method 


D Demonstrate the ability to identify desired 
outcomes and select appropriate strategies. 


Comment/Achievement Method 


Dollo Design Intervention (1, 2, 3, 4) 
а. Develop a model that supports intervention strategy. 


Comment/Achievement Method 
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Qualification Criceria for: 
Date Reported PRD 
с. Demonstrate the ability to adapt material or 
methodology to the participants' level of 


understanding and classroom environment. 


Comment/Achievement Method 














р.2.3. Demonstrate Logistics Management Skills (2, 3, 3, 4) 


а. Demonstrate the ability to prepare for workshop 
set-up. (e.g. naterials, seating arrangements, 
audio/visual equipment etc). 


Comment /Achievement Method 











b. Demonstrate the ability to plan and execute 
activities off site. (e.g. TAD, client's 
environment). 


Comment/Achievement Method 


25 Demonstrate Coaching/Counselling/Mediation Skills 
КОРЕ За 


а. Demonstrate the ability to understand and apply 
the theories relating to counseling, negotiation, 


etc. (e.g. discuss or role play). 


Comment/Achievement Method 





Degree ot PROFICIENCY 


l 2 3 4 
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Qualification Criteria for: 
Date Reported PRD 
0.225 Integrate and Coordinate Activities (1, 2, 3, 4) 


de Demonstrate the ability to pian and execute 
multi-activity operations. 


Comment/Achievement Method 














b. Demonstrate flexibility in the intervention, 
implementation to meet situational changes in the 
client environment. 


Comment/Achievement Method 











E. EVALUATING HRM OPERATION 
E.l Develop Evaluation Plan (1, 2, 3, 4) 


ae Develop an evaluation plan to determine 
effectiveness of the intervention process. 


Comment/Achievement Method 





E.2 Collect and Analyze Evaluation Data (2, 3, 4, 4) 


ae Conduct meeting to determine the client's 
assessment of intervention effectiveness. 


Comment/Achievement Method 








Degree of PROFICIENCY 


l 2 3 4 
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z Date Reported PRD 
b. Compare MOU outcomes with intervention outcomes. 


Comment/Achievement Method 











СЕ Collate and analyze evaluation data. 


Comment/Achievement Method 








de Write an evaluation report describing the impact 
of the intervention on the client system. 


Comment /Achievement Method 








e. Conplete required reports as required by directives. 


Comment/Achievement Method 
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Rewards and Recognition Procedures 


Exact delineation of the rewards and recognition to be gained as a result of 
individual qualification are the responsibility of the associated center. System 
policy will provide support for the following specific actions which are intended 
to comprise the core of rewards and recognition programs at individual centers. 


SPECIALIST (CERTIFIED): 


1. An appropriate letter of designation and certificate given by the center 
Commamding Officer. 


2. Appropriate PAO photos/news release. 


CONSULTANT: 


1. Letter of designation and certificate given by che Commander Human 
Resource Management System Atlantic. 


2. Approved participation at the Naval Postgraduate School (NPS) Advanced 
HRM Course. 


3. Recommendation to conduct professional training outside the home center. 
4. Increased opportunity and responsibility. 


9. Opportunity to conduct independent consulting operations and to participate 
in senior client interventions. 


SENIOR CONSULTANT: 


l. Letter of Designation, Certificate and Plaque given by Commander Human 
Resource Management Systems Atlantic. 


2. Recommendation for assignment as staff member for the NPS Advanced 
Course. 


3. Increased opportunity to pursue special studies/projects relating to 
overall system performance. 


4. Funding to allow presentation of papers/training to profesional OD 
organization external to USN. 


5. The above guidance is not intended to preclude special activities or 
applications by individual Centers. Examples of appropriate certificates of 
qualification are included as TABS to this enclosure. 


TAB A ~ Sample SPECIALIST (INTERN) designation letter 
TAB B - Sample SPECIALIST (CERTIFIED) designation letter and certificate 


TAB C = Sample CONSULTANT designation letter and certificate 
TAB D - Sample SENIOR CONSULTANT certificate 
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Егош: Commanding Officer, Human Resource Management Center 


To: 
Subj: Human Resource Management Specialist (Intern); designation of 
Ref: (a) COMHUMRESMANSYSLANTINST 1500.3 (series) 


1. Pursuant to reference (а), you are desiznated a Human Resource Managment 
Specialist Intern (HRMS(I)). 


2. То achieve this designation you satisfactorily completed all academic and 
practical requirements. You demonstrated the requisite skills and capabilities to 
perform the specific duties of an HRMS(I). 


de Congratulations! 
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From: Commanding Officer, Human Resource Management Center 


To: 
Subj: Human Resource Management Specialist (Certified); designation of 
Ref: (a) COMHUMRESMANSYSLANTINST 1500.3 (series) 


Це Pursuant to reference (a), you are designated a Human Resource Management 
Specialist Certtified (HRMS(C)). 


2% To achieve this designation you satisfactorily completed all academic and 
practical requirements. You demonstrated the requisite skills and capabilities to 
direct the efforts of other HRMS's when conducting limited intervention activities. 
Acknowledgement of this achievement will be made a part of your permanent service 
record. 


3. Congratulations and Well Done! 
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Fron: Commanding Officer, Human Resource Management Center 


To: 

Subj: Human Resource Management Consultant; designation of 

Ref: (a) COMHUMRESMANSYSLANTINST 1500.3 (series) 

І. Pursuant to reference (a), you are designated a Human Resource Managenent 


Consultant (HRMC). 


2. To achieve this designation you demonstrated your competence, knowledge, and 
skill in all aspects of the Human Resource Management Support System. Through 

your efforts you significantly increased your value to yourself, this command, and 
the U.S. Navy. With this designation you are entrusted to independently conduct 

all intervention activities and direct the efforts of other consultants and 
specialists. Your successful completion of all requirements identifies you as a 
person of significant initiative and motivation and distinguishes you as an 
outstanding performer among your contemporaries. Acknowledgement of this achievement 
will be made a permanent part of your service record. 


3. Sincerest congratulations for the successful completion of this noteworthy 
accomplishment. 
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GUIDELINES FOR INDIVIDUAL PERSONAL PROFESSIONAL DEVELOPMENT PLANNING 
Lo All operational persoanel shall develop personal professional development 
plans. These plans are to lead to achievement of the various qualification levels 
and identify other initiatives which support individual development. Thus, the 
professional development plan will fully integrate CDQP requirements. 


as In addition to CDQP requirements, some suggested areas for inclusion within 
individual development plans are: 


a. A professional reading program graduated in categories of: 
(1) Basic 
(2) Intermediate 
(3) Advanced 
This program should include provisions for evaluation of effort, applicability 
to mission related activities and sharing of findings with other operational 


personnel. 


b. Activities that would lead to a demonstrated knowledge and understanding 
of interfaces between elements of the HRMSS: 


ПРИМЕ 

(2) Family Service Centers 

(3) CAAC 

(4) NASAP/DSAP 

(5) Command Managed Equal Opportunity (CMEO) 

(6) Other as appropriate or geographically required 


с. Activities that would lead to knowledge and understanding of HRMSS 
program elements: 


(1) Leadership/Management 
(2) Equal Opportunity 

(3) Substance Abuse 

(4) Overseas Duty Support 
(5) Retention 


4. Off duty education in graduate/undergraduate HRM organization ef fectiveness 
(OE) or organization development (OD) related fields. 


3. Centers should encourage individual initiatives in the development of 
studies/projects in HRM/OE/OD related professional areas. Such studies/projects 

will not only provide opportunities for individual recognition, but also provide 

for Navy-wide recognition of HRM system contributions. Studies/projects selected 

will have broad scope and applicability, e.g., new intervention strategy, new 
developments to enhance operational effectiveuss/readiness, HRM evaluation techniques, 
Navy policy impact, etc. 


Enclosure (3) 
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а. Criteria for project assignment/approval should encompass the following: 
(1) Individuals should be at least an HRM SPECIALIST (CERTIFIED). 
(2) Individuals should be subject matter experts in the project area. 


(3) Project approval should be based on potential gain for the individual, 
the center, the system and the Navy. 


b. High quality achievements may be recognized via presentations at: 
Advanced HRM, OD Network, American Society for Training and Development 
(ASTD), ur publication submission to: НЕМ Journal, Training HRD Magazine, OE 


Communique, Naval Institute Proceedings etc., or for system adoption via the 
HRM Development Center. 
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THE TEACHING AND ENABLING OBJECTIVES OF THE H&M SCHOOL 
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mo. l 

During a simulation negotiate a contract with a client for a HRM-OE operation. 
Performance will be assessed by an instructor team based on content of the contract 
and percent of the client needs surfaced which were identified in the contract and 
ТАН А 

РО. 1-1 

Given a case study, write a synopsis of relevent client and client system information 


to be considered during a pre-entry planning phase. 


E.0. 1-2 


During an exercise develop in writing an effective pre-entry strategy and tactics that 


a 


meet the parameters established by a case study. Performance will be assessed by a 


team of instructors for content and methodologies LAW : 


Eo. 1-3 

Given a trained, rehearsed Е client and a 20 ninute time period, assist 
the client to identify the needs ( problems, issues, concerns) of the clients 
Me izacion. Satisfactory completion requires at least 50% of the clients needs 


to be surfaced by student action. 


E.0. 1-4 

Given a trained, rehearsed simulated potential client and a 20 minute time period, 
conduct an initial client interview. The interview will be successful if: (1) an 
appointment for a future meeting; (2) at least 50% of the information the client has 
to give is collected; (3) the information is correctly interpreted as determined 


by a panel of SMEs. 


JEUNE 





Evaluate the effectiveness of marketing strategies utilized in a case study. 
Satisfactory performance will include a written description, analysis, critique 
of effectiveness of the strategy, and a minimum of specific suggestions for 


improvement of the analyzed strategies and tactics. 


Е.О. 1-6 


Given the results of an initial client inrerview and knowledge of the organization's 


work processes, demonstrate the ability to develop a memorandum of understanding (MOU) 
between the client and the HRMS-OE concerning an HRM-OE operation. The MOU must be 
in correct format using proper grammer, and contain all the points developed in the 


client interview. 


Е.0. 1-/ 

Write a synopsis negotiating, procedures utilized in a case study. Synopsis vill 
include a description of consultant behaviors, indicated successful and unseccessful 
Strategies and tactics, and a subjective description of techniques that may have 


increased the successfulness of the negotiation procedures. 


ET EEE EEE a aT 
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2.0. 2 


During a simulation, gather data using at least three (3) of five (5) different models. 
Performance will be evaluated by an instructor team; satisfactory of 502 of the data 


surfaced is identified and recorded LAW : 


ESO. 2-1 

Given a completed interview with a client and all the necessary data, the student.will 
develop an appropriate plan for assessing an organization. This task will be: completed 
within 60 minutes and will contain 80% of the main points covered in a plan developed by a 


panel of SMEs. 


ESO. 2-2 
Given a trained and rehearsed simulated client, create a secure enviornment in which 


the client 15 villing to díscuss controversial and sensitive issues within 10 minutes. 


ED. 2-3 
Given a trained, rehearsed simulated client and a 20 minute time period, assist the 
client to identify the needs (problems, issues concerns) of the client organization. 


Satisfactory completion requires at least 50% of the client's needs to be surfaced 


and noted. 


E.0. 2-4 

Given a trained, rehearsed simulated interviewee and a 20 minute time period, conduct 
an information gathering interview. The interview will be successful if: (1) at least 
50% of the information the interviewee has is collected; (2) the presence or absence of 
hidden agenda is/are noted descriptively; (3) the information collected is correctly 


interpreted as determined by a panel of SMEs. 
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Е 0. 2-5 

Given a group of 8-12 interviewees who have been provided common organizational 
scenario and assigned individual roles conduct an interview of 20 minutes. The 
interview will be successful i£: (1) 50% of the information the group has to give 

is collected; (2) the presence or absence of hidden agenda is noted; (3) the presence 
of dysfunctional attitudes and/or behaviors are noted; (4) 25% of answers are 
recorded verbatim; (5) 752% of the data surfaced is recorded; (6) the information 


collected is correctly interpreted as determined by a panel of SMEs. 
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о. 3 


Given organizational data from interviews, surveys, observations and the contractíng 
meeting, analyze the data and record at least five (5) organizational issues; at least 


802 must agree with issues as determined by an instructor team and IAW : 


ЕО. 3-1 

Given a work enviornment (office or field) and a 20 minute time period, the student 
will observe, analyze, and note the Menon of four (4) issues as communicated by 
the working enviornment; three out of the — must agree with those found by the 


Ensrtructor. 


ESO. 3-2 

The student will, given all the necessary data and equipment and a 4 hour time 

period, complete the Standard Navy Survey. 

ЕО. 3-3 

Given assessment data = a 30 minute time period, the student will determine 

whether the seni information is available and wnether or not it is in an appropriate 


and usable format; determination must agree with a panel of SMEs. 


EO. 3-4 
Given inítial interview data, a MOU, and a 20 minute time period, the student will 
determine most appropriate analysis model for situation; model must be one of three 


most appropriate as determined by a panel of SMEs. 
Е.0, 3-5 


Given unrefined assessment data, and a 30 minute time period, the student will construct 


a cause and effect analysis; product must agree with that of a panel of SMEs. 
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Е.О. 3-6 


Given survey data, interview data, observation data, a MOU, and a 30 minute time 
period, the student will collate and make appropriate cross-references; product 


must agree with that of a panel of 5МЕ5. 


Е.0. 3-7 
Given assessment data, personal/group interview records, survey printout, observation 
data, and a 2 hour time period, the student will determine five (5) major issues; 


four of the five must agree with those identified by a panel of SMEs. 
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m0. 4 


Given organizational data from interviews, surveys, observations, and the contracting 
meeting, prepare a written report for the client, describing the present state of the 


client system; the report will evaluated IAW : 


Е.0. 4-1 

Given a MOU, the collated ЕТЕ analyzed results of an assessment, and a feedback model, 
prepare a feedback p-esentation. The presentation must include: examples of ‘data 
presentation methods; an outline of the presentation; an example in the use of the 


feedback model. Clarity, completeness, and adequacy to be determined by a panel of SMEs. 


Е.0. 4-2 
Given a data collection plan, locate the feedback model selected and develop a feedback 
package; appropriateness of model to situation and content of the package to meet 


criteria esiavlished by a panel of SMEs. 


2:0, 4-3 
Given a trained, rehearsed simulated client and a 20 minute time period, the student 
will assist the client to identify the needs (problems, issues, concerns) of the client's 


organization; satistactory accomplishment requires at least 50% of the needs to be suríaced 


and noted by the student. 


E.0. 4-4 

Given a MOU, the collated and analyzed results of an assessment, and two feedback models, 
conduct a feedback session. All pertinent data must be presented, questions answered 
clearly, issues of acceptance of data dealt with, and a simulated client assisted in issue 


selection; adequacy to be determined by a panel of SMEs. 
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Е.0 


Dur 


5-5 


ing a simulation, present diagnosed data to a role-play client ТАЧ 





ТО. 5 


Given summarized analyzed results of an organizational díagnosis, the client's guidance 
and goals from a planning session, design and conduct ап HRM-OE operation which achieves 
the client's goais. Performance and design will meet the goals as judged by an instructor 


team and LAW the validated solution for the specific case study. 


Е.0. 5-1 
Given a MOU, the summarized results of a scenes session, a list of ten (10) organizational ; 
issues identified, and a list.of the ее needs, list the OE operations which could 
be used to satisfy the issues. The list must match 80% of a list generated by a panel 


ОМЕР. 


Е.0. 5-2 

Given the summarized, analyzed results of an assessment, the client's guidance from a 
plarning session to include objectives and an outline plan, design (or modify a standard 
design) an OE operation to satisfy the given objectives. The completed design must agree 


Moa vita tac of a SME panel. 


Е.0. 5-3 

Given the summarized, analyzed results of an assessment, the client's guidance from a 
planning session to include objectives, a draft plan, and a schematic diagram depicting 
the organization, design a structural change for the organization which will satisfy the 


Objectives; 75% of the design must agree with that of a panel of SMEs. 


Е.0. 5-4 

Given a MOU, results of a feedback session, and a trained, rehearsed simulated client, 
conduct a planning session to determine the type of OE operation to conduct to satisfy 
the issues identified in the feedback session, Adequacy of the operation selected to 


be determined by a panel of SMEs. 
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ЕШ 5-5 


Given a MOU, the collated and analyzed results of an assessment, a list of organizational 
issues and a simulated client, assíst the client in prioritizing the list of organizational: 


issues. Adequacy of assistance to be determined by a panel of SMES. 


Е.0. 5-6 


Present selected OE strategies to a role play client LAW : 





ua MRS UA AO TE ANO. AU GRE u EEE айлар" 
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то. 6 


Given data concerning the results of a HRM-OE operation. Prepare a written 
evaluation describing the impact of the operation on the client system. Evaluation 


report will be LAW ‘ 


Б.О. 6-1 
Given a draft plan for a HRM-OE operation and the objectizes for the operation, 
design an evaluation plan to determine if the objectives were met. Adequacy of the 


е 


plan to be determined by a panel of SMEs, 


Е.О, 6-2 
Analyze in writing the effectiveness of the intervention process design used, the 
efficiency of the selected process and possible methods to alter or add to the 


process to improve effectiveness, 


кз 





Write -and implement a professional development plan that includes both short 

and long range goals, objectives for accomplishment of goals and methods to 
evaluate progress. Plan will be approved by the instructor mentor ТАМ plan 
critería . Successful accomplishment of the objective will be based 
on achievement of those short term (school time frame) goals identified ín the 


plan. 


E92 /-i 

Write an essay delineating professional develcpment responsibilities of an 

0.Е. consultant in the HRM-OE systen. 

ЕО. 7-2 

Assess persoral level of skills and competencies needed for performing consultancy 
functions. Assessment will include the accomplishment of a number of self 
assessment instruments, analysis of the data generated, and will be discussed 


with a team of instructors. 
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